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Abstract
A  Proposed Community College Two Year Hospitality Program Relative 
to the Needs o f the Mammoth Lakes Community 
by Andrew Hale Feinstein 
University o f Nevada, Las Vegas 
W illiam F. Harrah College o f Hotel Administration
Purpose: It was the purpose o f this study to assess the educational, technical, and 
managerial human resource needs o f  the primary economic business activity in 
M amm oth Lakes. Furthermore, the study addressed the perceptions and attitudes o f 
managers regarding education within the primary business activity in Mammoth Lakes.
M ethodology: The methods chosen for the study were informal and formal needs 
assessment techniques. The informal technique was used to determine the primary 
business activity in Mammoth Lakes. This was done through a demographic and 
economic analysis. The formal technique utilized a survey instrument with a descriptive 
method o f research for analysis. The population surveyed were the lodging and 
foodservice (hospitality) managers in Mammoth Lakes. The instrument was developed 
using modified excerpts from two previous studies.
Findings and Conclusions: In examining the economic and demographic 
variables in M ono county and M ammoth Lakes, it was determined that the primary 
business activity in this area was hospitality. The survey instrument received a 92.42 
percent usable response rate from the 64 foodservice and 80 lodging operations. The
study found that a large percentage o f hospitality management would hire graduates o f a 
proposed M ammoth Lakes community college two year hospitality program over 
individuals without this degree. Hospitality managers would also be willing to pay these 
graduates more money relative to individual who did not graduate from this program. 
Furthermore, the study suggests that hospitality managers have difficulty hiring and 
training individuals in several functional areas and positions. M oreover, they perceive 
that there is a significant shortage o f hospitality trained labor in M ammoth Lakes. These 
results conclude that there is a prevalent educational, technical, and managerial human 
resource need by the primary business activity in Mammoth Lakes.
It was therefore concluded by the researcher, that proactive steps should be taken 
in the area o f  hospitality education to serve and address these needs. Furthermore, the 
researcher believes that a program emphasizing hospitality education in the developing 
M amm oth Lakes community college could address and serve these needs.
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CHAPTER I
THE PROBLEM AND ITS PURPOSE 
INTRODUCTION
The community college in America “dates from the early years o f  the twentieth 
century” (Cohen & Brawer, 1989, p. 1). It developed out o f the need industry had to hire 
skilled operators to utilize their machinery, and from social factors such as: “the 
lengthened period o f  adolescence, which mandated custodial care o f the young for a 
longer time; and the drive for social equality, which supposedly would be enhanced if 
m ore people had access to higher education” (Cohen & Brawer, 1989, p. 1). One of the 
prim ary reasons for the growth o f the community colleges in the early 1900’s was an 
increasing num ber o f demands that were being placed on the public schools at every 
level (Veblen, 1918 & Sinclair, 1923). Community colleges also became easily 
accessible and publicly supported. At this tim e “responsibility for educating the 
individual shifted from the family to the school...schools were unwarrantably expected to 
relieve society’s ills” (Cohen & Brawer, 1989, p. 3). Community colleges began to 
flourish in America, and most large cities developed a community college system. They 
“thrived on the new responsibilities, grown large because the colleges had no traditions 
to defend, no alumni to question their role, no autonomous professional staff to be moved 
aside, no statements o f philosophy that would militate against their responsibility for
1
2everything” (Cohen & Brawer, 1989, pp. 6-7). Many small towns, however, were not 
fortunate enough to acquire adequate financial resources with which they could establish 
a community college.
M ammoth Lakes was one o f  those towns. Although M ammoth Lakes has 
a rich history o f  development dating back to the late 1800’s, when it was a small mining 
town, it was not until recent that they acquired enough community involvement and 
financial support to build their own community college. Several key residents in 
M amm oth Lakes developed the M ammoth Lakes Foundation (MLF). This foundation 
became the driving force in the area for higher education. Additionally, they have raised 
almost a m illion dollars for the development o f a college. Land in the area has already 
been acquired and construction is imminent. Construction on the new community 
college should begin by the summer o f 1995. The question, however, remains; how can 
this community college best serve the needs o f the M amm oth Lakes community?
M ammoth Lakes is located in central California (see Figure 1, p. 26). The 
prim ary demand generator and economic producing entity for the area has been the 
M amm oth M ountain Ski Resort, one o f the nation’s largest ski areas. Over one million 
lift tickets have been sold each year. During the winter, M amm oth M ountain Ski Resort 
employs over 2,000 individuals. At the tim e o f this study, the town also had over sixty 
restaurants and eighty hotels, motels and rental condominiums. In the summer, the area 
was known as one o f the best trout fishing centers in the world. Additionally, Mammoth 
Lakes is located only 45 minutes by car from Yosemite National Park.
3Based on the research that will be provided in chapter II, it was quite obvious that 
the economic vitality o f M am m oth’s 5,000 residents was based on tourism and 
hospitality. I f  it was not for the natural resources that abound around the geographical 
area, and the utilization o f  them by the community, M amm oth Lakes would revert to its 
sleepy m ining town status o f the 1800’s.
M ammoth Lakes has had an economically strong winter season, a spring and fall 
shoulder season, and developing summer season. The community was actively 
developing many festivals and fairs to increase the number o f  visitors in its shoulder and 
sum m er seasons. Large hotels were being planned or were in the development stage, as 
well as several go lf and tennis resorts and a new ski resort. Based on future growth 
projections, the development o f a larger airport, and the inclusion o f a new ski resort, 
M amm oth Lakes was in a physical and economic transition. The next few decades could 
transform  this area into an international destination resort. W ith this development comes 
the need for an educated labor force and individuals who understand the hospitality and 
tourism  industry. W ithout these individuals, there could be a slowdown o f potential 
economic growth.
The researcher perceived there were three important reasons for the development 
o f  a community college. One reason was to develop a medium by which students can 
matriculate to a four year program, with what is defined as a 2+2 curriculum. A  second 
reason was vocationally based. The justification for the community college could be 
established for the purpose o f training and educating employees in one focused area for 
entry level positions in the business community. This could have entailed training
individuals to operate a particular piece o f machinery or develop specific skills required 
to do a particular task. These could be referred to as technical skills. Third, there was a 
need for present and future managerial skilled labor. This need o f  managerial skilled 
labor can be reduced in a specific business sector by allowing individuals to acquire a 
two year degree which encompasses a variety o f closely related topics in that area.
It seems evident that Mammoth Lakes primary business activity was in the area of 
hospitality. Therefore, it seems appropriate that the new college should address the 
comm unity’s hospitality technical and managerial human resource needs. For the 
purposes o f narrowing the scope o f this research, the matriculation needs o f the 
community were not addressed at this time.
Problem Statement 
The purpose o f  this research was to assess the educational, technical, and 
managerial human resource needs o f the primary economic business activity in 
M ammoth Lakes. Furthermore, the study addressed the perceptions and attitudes o f 
managers regarding education within the primary business activity in Mammoth Lakes.
Research Questions 
The following questions are preceded by a numerical system which coincides 
with the survey instrument.
1 A. W hat functional areas or positions will be available to graduates o f the 
proposed M ammoth Lakes Community College two year hospitality program? Also,
5w hat was the level o f  availability and method o f  compensation for these functional areas 
or positions?
IB. W hat were the perceptions o f Mammoth Lakes hospitality manager's 
willingness to hire graduates from the proposed M ammoth Lakes two year hospitality 
program relative to hiring an individual without this degree?
1C Part I. W hat level o f willingness did hospitality managers in M amm oth Lakes 
have to pay graduates o f the proposed M ammoth Lakes two year hospitality program 
m ore money relative to an individual without this degree?
1C Part II. I f  a hospitality manger was willing to pay a graduate o f the M ammoth 
Lakes more money than an individual without this degree, how much more stated as a 
percentage?
2. W hat level o f  difficulty have hospitality managers in Mammoth Lakes had in 
hiring qualified personnel for entry level or beginning positions in the past year?
3. W hat were the perceptions o f hospitality managers regarding the amount of 
trained hospitality personnel in M ammoth Lakes?
4. W hich functional areas or positions did hospitality managers in M ammoth 
Lakes have the most difficulty providing training or locating trained personnel?
Limitations
Several procedural problems might need to be addressed, based on the sampling 
techniques that were utilized. Mammoth Lakes was a small town with a limited number 
o f  businesses. Because o f  this, 100 percent o f the hospitality business community were 
surveyed and a high response rate was needed to be obtained for the study to be o f 
significance. Another limitation o f the study might have been the physical presence of
6the researcher during the distribution o f the survey which might have altered respondents 
answers. The discussion o f a forthcoming community college in M ammoth Lakes was a 
very controversial topic within the community. Some individuals might have responded 
to the survey in a different manner if  they regarded the researcher as having been 
involved w ith the planned community college. If  a respondent was a proponent o f 
developing a community college, they might have responded to the questions with some 
positive bias. I f  a respondent was opposed to the development o f a community college, 
they might have answered the questions with some negative bias. Another possible 
limitation o f the study might, in some instances, have been because the researcher had to 
make several follow-up attempts to retrieve the survey. This could have caused some 
respondents to answer the questions too quickly, without fully understanding or 
considering their responses. The researcher was paid by the Kern County community 
college district for this study. Although it could be perceived that this m ight bias the 
study in some manner, it did not have that effect. The researcher has completed dozens 
o f feasibility studies and understands the importance o f  unbiased results for validity o f 
findings and reputation o f his work.
Delimitations
The method o f  assessing the need for the two year hospitality program was done 
through a written questionnaire addressed to all operations involved in the primary 
business activity in M amm oth Lakes. Although the newly developing community 
college located in M ammoth Lakes could serve other small towns in the geographical
7proximity, it was primarily being developed to serve the needs o f the M ammoth Lakes 
community. Therefore, only M ammoth Lakes was surveyed for the study.
Justifications
The opportunity for individuals to acquire education beyond high school has been 
an integral part o f  American culture. However, there are several obstacles that may 
impede this opportunity. One o f these obstacles was a logistical constraint. M ammoth 
Lakes is located in a county which had not offered individuals the chance to become 
involved in an academic environment until 1975. Since that time, the M ammoth Lakes 
Community had developed a rudimentary curriculum, offering some fundamental 
courses. Furthermore, an evolution had been taking place within this educational 
environment. By 1997, a free standing community college located in M ammoth Lakes 
should be completed to more fully serve the needs o f the community. This research 
attempts to amplify those needs. In order for this college to properly serve the needs o f 
the community, the identification o f specific academic goals must be developed. 
M ammoth Lakes was economically driven by tourism and the hospitality industry. 
Therefore, hospitality education was an area in which educational enrichment m ight best 
serve the community.
Definition o f Terms 
C om m unity  College: Prior to the 1940’s, most two year academic institutions 
were known “most commonly as junior colleges” (Cohen & Brawer, 1989, p. 3). In
1931, Eels defined jun ior college as a division o f  a university which offered lower 
division work from the parent campus. In the 1950’s and 1960’s, the term junior college 
was typically applied to two-year colleges supported by churches or branches o f private 
universities with lower division areas (Bender, 1975), Community colleges finally 
became defined as publicly supported institutions in the 1970’s (Cohen & Brawer, 1989). 
It has also been defined as “any institution accredited to award the Associate in Arts or 
the Associate in Science as its highest degree.” (Cohen & Brawer, 1989, pp. 4-5). This 
definition also includes both public and private technical institutes and vocational 
schools, which was the fastest growing area o f education in the late 1980’s.
M am m oth  Lakes, C aliforn ia: Mammoth Lakes is located in Mono County, 
central California. It is approximately 300 miles north o f Los Angeles and 
approximately 170 miles south o f Reno, Nevada.
K ern  C om m unity  College D istrict: This area has now been annexed to include 
Kern, Inyo and Mono Counties. At the time o f the study, it was one o f the largest 
geographical community college districts in California.
C erro  Coso C om m unity  College: This has been a satellite college from the 
Kern County Community College District providing limited course offerings in Bishop 
and M ammoth Lakes, California.
H ospitality: For the purposes o f this research, the term hospitality will refer to 
lodging and foodservice operations.
9Organization o f the Study 
The purpose o f  this study was to assess the educational, technical, and managerial 
human resource needs o f  the primary economic business activity in M ammoth Lakes. 
Furthermore, the study addressed the perceptions and attitudes o f managers regarding 
education within the primary business activity in M ammoth Lakes. In Chapter I, the 
study’s problem, purposes, and limitations are described with a brief mention about the 
necessity o f  higher education. Chapter II includes a review o f the literature related to the 
area in which the college is located, including economic and demographic information. 
This Chapter also addresses needs assessment and its role in a comprehensive planning 
model; importance o f community involvement and local economic ties to curriculum 
development, differences and similarities o f vocational and general education; and a 
brief, relevant case study analysis. A  detailed explanation about the survey methodology 
will be provided in Chapter III. Chapter IV displays the survey results. Chapter V 
interprets the results and gives suggestions for the implementation o f a curriculum at the 
comm unity college.
CHAPTER n
REVIEW OF LITERATURE 
Introduction
To properly evaluate the need for specific educational programs within a 
community, an individual must understand the evaluation and needs assessment process 
associated with the establishment o f these programs. By dividing the definition o f 
community education into two categories, programs and processes, it may be simpler to 
understand the methodology by which one can determine its need. In 1977, John R. 
Gamble, Superintendent o f Public Instruction in Nevada, observed: “A program is 
defined as a specific activity designed to meet a specific need; while process is defined as 
community involvement and action. A carefully planned and implemented community 
education needs resource assessment will pinpoint community needs and its resources, 
thus taking much o f the guesswork out o f the program development process” (p. 1).
Therefore, the purpose o f this study was to define and “pinpoint” the M ammoth 
Lakes comm unity’s needs and its resources. Additionally, this study sought to address 
the economic and demographic characteristics o f the area and to understand the socio­
economic climate o f M ammoth Lakes.
The review o f literature focuses on the methodology o f developing an instrument 
to evaluate a community's educational needs. Additionally, the review determines and 
explains Mammoth Lakes primary economic resource. This was done to focus the 
analysis on the largest resource in the community. In the guidebook entitled 
“ Community Education Needs Assessment and Evaluation Guidebook”. Gamble stated:
10
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“in a community o f  limited resources, it is not possible to resolve all needs 
simultaneously. For this reason, it is advantageous to identify the most critical needs and 
focus the necessary resources on them” (1974, p. 1).
To accomplish this, the review first defines needs assessment. A  brief review o f 
the literature discussing the bond between a community's economy and its college is 
presented. Next, the review examines a number o f assessment models and case studies 
that have been developed to evaluate community education needs. In conclusion, the 
review focuses on the main resource in Mammoth Lakes through economic and 
demographic analysis.
Defining the Need Assessment Model as a Step 
in Comprehensive Planning
Comprehensive planning was best defined as “a systematic procedure for 
answering the following questions; Where have we been? W here are we now? W here are 
w e going? How are we going to get there? How will we know when we get there? How 
will we m onitor the process” (Rookey, 1974, p. 5). It was divided into a logical process. 
The first step in this process was to begin systematic planning. This was done through 
the submission o f a planning idea to the school board or other governing body located 
w ithin the region. This body either accepts or discards the proposed planning process.
The next step was twofold, goal development and needs assessment. Goal 
development allows for the analysis o f “what should be ‘in broad, timeless term s’” 
(Rookey, 1974, p. 5). Needs assessment explains and evaluates the differences between 
“what is” and “what should be” (Rookey, 1974, p. 5). Goal development and needs 
assessment procedures can be developed systematically, in either order. Some models 
develop the needs assessment first and then proceed with goal development, such as in a 
board o f education planning model for Dallas, Texas (Kaplan, 1974, p. 27). This model
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implied that “assessing ‘what is’ first leads to more realistic identification o f ‘what 
should be’” (Kaplan, 1974, p. 5). Other models, such as the Phi Delta Kappa planning 
model, state that goal determination is the first formal step in the planning process 
(Kaplan, 1974, p. 45). Their goals were developed first through a forced-choice 
technique which allowed a committee from the California School Boards Association to 
prioritize all-encompassing goals.
The next step was the problem analysis. This stage evaluates the reasons for the 
differences between the goals and the needs o f the project. This can be achieved by 
“ identifying the elements o f the problem, their causal relationship, the relative impact o f 
each, and the degree to which each can be altered” (Kaplan, 1974, p. 5). Subsequent 
stages in the comprehensive process are: generation o f  alternatives, selection o f 
alternative(s), implementation, evaluation, and finally the recycle stage.
This comprehensive planning process allows for analysis o f needs and the 
development o f  a solution for these needs throughout the model. Goal attainment 
therefore, is an ongoing process not to be acquired solely through the implementation 
process.
The Need Assessment Model 
A needs assessment model is a tool by which a given comm unity’s educational 
needs can be evaluated. This tool is used as part o f a process for determining the “gap 
between 'what is' and 'what should be'” (Kaplan, 1974, p. 11).
There are primarily two different methods to conduct a needs assessment; formal 
and informal. A needs assessment can be as informal as looking at information that is 
readily available to the public, such as: local magazines, periodicals, economic and
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demographic information, and social indicators. Another informal method may involve 
exploratory research and discussions with community members.
One o f the m ore formal methods commonly utilized, is the survey instrument. 
This survey instrument can “be as extensive as a statewide study or as brief and 
superficial as a checklist on a postcard sent to a small number o f  organizations” (Moore, 
1984, p. 72). It appears that the most comprehensive method for a needs assessment 
would incorporate both formal and informal factors. I f  only the formal method is used, it 
could alienate an entire segment o f the community. I f  only the informal method is used, 
it would be difficult to focus the responses into a definable solution. M oore wrote:
There is probably no one best way to conduct a needs assessment; however, there 
are benefits and limitations to each approach. For example, the more informal, 
face-to-face discussions help us to answer the questions “what?” and 
“why?”...The more formal survey approach, however is probably better at 
answering the questions “W ho?” and “How many?”...Perhaps the best and most 
thorough strategy is to develop a needs assessment process that combines 
elements o f all approaches (1984, p. 72).
Addressing the Relationship Between Education and the 
Business Community Through Economic Development
It has been reported that employers spend an estimated 180 billion dollars for 
informal, on-the-job-training and almost 30 billion on formal training through structured 
educational programs. Since 1929, human resource efforts have been the major element
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in the nation's entire work force productivity (Waddell, 1991). Recently, many 
community colleges have become involved in work force development. Educators have 
recognized a need and duty to foster the growth of their local economy through education 
and training.
A national survey conducted in 1988 asked 72 selected community colleges to 
address their involvement and relationship with their local business communities. 
M embers o f  the study found that: "All colleges participated in work-related programs, 
offering more than 650 different courses/programs to employees o f area industries" (Day 
& Rajasekhara, 1988, p.92).
On September 28, 1985, a legislative workshop met in Eugene, Oregon. This 
workshop comprised over one hundred educational leaders and legislators from fourteen 
W estern states. Their mission was to discuss the challenges facing community colleges 
in the 1990’s. One o f their discussions focused on the topic o f “Alternatives for Action” 
(Lenth, 1986, p. 10). They believed that community colleges should become more 
involved in the economic development o f the local area. This workshop also developed 
six recommendations to foster this involvement.
The first recommendation was to, “Forge stronger working relationships among 
community colleges, local industries, and state economic development agencies” (Lenth, 
1986, p. 10). They believed that community colleges should pay close attention to the 
local economy. They further stressed “program design, content, and evaluation in 
community colleges should be related to individual employment opportunities, the 
training and educational needs o f private industry, and the conditions and resources of
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the comm unity” (Lenth, 1986, p. 10). They also reported that some states and 
community colleges in the W est have economic development councils in which both 
community colleges and local businesses participate in curricular and economic 
development. Other recommendations from the workshop participants were:
• Provide seed money for specific training programs or educational services 
needed within the local economy.
• Provide tax incentives ...to encourage business and industry... to share 
facilities, expertise and equipment for technical education and training.
• Expand services available to small businesses ...within community colleges
• ...Promote private sector participation in worker training and retraining
• M ore forcefully present the case for an educated and highly trained work 
force as a fundamental asset in state and local economies and as a major factor 
in continuing economic growth (Lenth, 1986, p. 10).
In 1988, the Commission on the Future o f Community Colleges addressed the 
national academic goals for community colleges. One o f the goals addressed was: 
“community colleges should work with employers to develop a program o f recurrent 
education to keep the work force up-to-date and well-educated. Such a strategy should 
become an integral part o f any regional economic development program ” (Kothenbeutel 
& Dejardin, 1994, p. 26). This commission believed that individuals involved in the 
education process o f a local community should focus their efforts on training and 
educating, retraining and retooling, and upgrading o f skills and aptitude o f the local work 
force. They believed this should be done through a contractual agreement between the
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community college and a particular industry within the community. This contract should 
allow educators to teach students about a particular industries "goals and objectives, as 
opposed to more general learning for the ‘public good’” . (Kothenbeutel & Dejardin,
1994, p. 27).
Maiuri (1993) shared this philosophy. He wrote: "A well educated and trained 
work force can assist a community in its ability to attract new business and, more 
important, can assist in the retention and expansion o f  existing business and industry" (p. 
7). This method o f  contract training has now been adopted by many states as a way o f 
promoting economic development through job training by a community college. 
Furthermore, many states have enacted legislation to promote this method o f  economic 
development (Kothenbeutel & Dejardin, 1994).
An example o f this legislation was described in a study o f 600 small and rural 
community colleges done in 1988 by the American Association o f Community and 
Junior Colleges (AACJC) and the Commission on Small/Rural Community Colleges.
The study indicated that fifty percent o f the respondents reported their job-specific 
training was subsidized by state funds. The AACJC has now adopted, as a form al goal, 
an expansion o f  the roll o f  community colleges in economic development (Weinberg, 
1989, p. 31). Many Chamber's o f Commerce throughout the country have developed 
methods by which they can unite local businesses and community colleges. One o f these 
methods was a project developed in California called Business and Education Together 
(BET). This project allied 270 local Chambers o f Commerce in California with business 
and educational partnership activities. David E. Anderson, who was president and CEO
o f  GTE California, had been directly involved in the BET project. He stated: "The state 
Chamber provides information for the local Chambers, helps put together local education 
committees, and serves as a clearing house for news about what techniques have worked" 
(Anderson, 1988, p. 78). Examples o f the benefits provided to local communities who 
have utilized BET are bountiful. According to Anderson, one o f the m ore prominent 
examples o f  BET is the Technology Exchange Center in Garden Grove, California. He 
reported that the private and public sectors o f this community had joined together and 
developed a third organization which comprised representatives o f both. The mission o f 
this center was:
To m eet employers' needs for trained workers through public education. It acts as 
a broker between business and the community colleges; and, again, the trade off 
is mutually beneficial: Colleges get ambitious, eager students, and businesses get 
reinvigorated, more skillful workers. Over 140 businesses have collaborated with 
the center since it opened in 1983, and the center's programs have involved more 
than 8,000 students. (Anderson, 1988, p. 79).
Other examples o f  BET include the College o f San Mateo, in San Mateo California. A 
partnership had been established between the College and Litton Industries to develop 
curriculum, purchase new equipment, and revitalize the College's electronics program. 
California Community Colleges Chancellor's Office and the Pacific Gas and Electric 
Company also had a beneficial partnership utilizing the BET program. This partnership 
provided internships to students interested in vocationally oriented positions. Since its 
inception in 1983, fifty-three colleges had participated.
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Anderson summarized the importance o f a business and education partnership 
when he observed: "Business should do whatever it can to create a healthy economic and 
social climate and in all the communities where it is present. I believe that the single 
m ost important element o f that effort is education. W ithout an educated populace, 
business-as well as every other institution in our society, and our society itself, for that 
matter-wili not do well for very long" (1988, p. 82).
The study done in 1988 surveying 600 small and rural community colleges also 
addressed the "role o f colleges in economic development" (Donato, 1988, p. 9). 
Furthermore, the members o f the study asked these community colleges to describe their 
relationship with the economic development o f their communities. The study found that 
alm ost 90 percent o f the respondents had a local economic development agency and 50 
percent allied themselves with the current economic development efforts within their 
community. Fifty-four percent o f the respondents stated that economic development was 
an intrinsic part o f their mission statement and 90 percent responded that they offered 
job-specific training to new or expanding industries. The study went on to report that: 
"Economic development requires the marketing o f a community and the provision o f 
skilled manpower. Today, many community colleges are assisting economic 
developm ent by providing graduates o f their degree and certificate programs to local 
industries" (Donato, 1988, p. 11). The study also stated that many colleges offer job- 
specific, employee training and support small businesses within their community.
It is quite apparent, therefore, that the roll o f  a community college is tied directly 
to the economic development o f its community. The level o f community college 
involvement can be as fundamental as offering business related courses or as extensive as 
job-training, entrepreneurial assistance, business incubators, and economic development. 
To address the specific roll o f the community college as it pertains to a local economy is 
to understand the business community. Evaluation o f the business community and
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identification o f its greatest resource must therefore be an integral part o f the need 
assessment analysis.
Defining Customized Job Training,
Vocational, and General Education 
General education has been defined in a summary from Johnson (1982, p. 1) who 
stated: "General education has been described as 'that education which leads to an 
understanding o f the major fields o f knowledge and the interrelationships between 
them,'" He also wrote that general education was: "that form o f education which 
prepares people for their common activities as citizens in a free society". It is reasonable 
to assume that general education is a vehicle for the dissemination o f  knowledge.
Customized and industrial training was defined by Kopecek in "Customized Job 
Training: Should vour Community College be Involved?", as "training that is designed to 
meet specific and unique task or skill needs o f a particular firm" (1984, p. 3). He further 
stated the difference between a vocational program and a technical or managerial 
program is the focus and duration o f the educational process. Vocational programs are 
typically less than 40 hours in length, technically oriented, and focus on skills and "task 
analysis of jobs already in existence" (Kopecek, 1984, p. 3). W hereas, technical and 
managerial programs on a two year level may exceed 120 hours o f formal education. 
Customized job training is a vocationally oriented program which allows for the 
education and training o f  new employees who need entry-level skills, new employees 
who need an orientation o f the particular industry, or employed individuals who need to 
be educated or retrained because o f changes in their job duties. The training and 
education process typically is not confined entirely to a formal classroom setting. It can 
be divided into workplace settings and traditional classroom instruction.
A definitive line does not exist between general and vocational education as the 
preceding paragraphs might imply. There were subtle differences, however, each was
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interdependent on the other. Barlow (1982) wrote: "The idea that anyone could separate 
general education and vocational education into two distinct and unrelated areas is now, 
and always has been, false" (p. 22). M ost areas o f education can be called general or 
vocational depending upon the intent o f the student.
M any community colleges had developed an integrated program which included 
the attributes o f  general and vocational education. This integration allowed for students 
to have a truly well rounded education. Students who had experienced this type o f 
integrated program would have encountered a learning process which allowed them to 
utilize their newly learned skills immediately upon graduation. Also, they could have 
relied upon other aspects o f their education for a resource o f knowledge and for future 
enrichment.
Development o f the model 
Having analyzed the review o f literature, a model can now be developed to 
address the educational needs o f the M ammoth Lakes community. This study will 
address only the educational needs o f the business community. To discard the needs o f 
the general community entirely would be a mistake. However, for the purposes o f 
identifying the community college's primary objective and goals, the researcher will 
evaluate the need for a community college specifically with respect to the community's 
economic development.
The business community should also be evaluated through economic and 
demographic indicators to determine what segment o f the business community might be 
the strongest resource. Although other industries in the business community might also 
be in need o f economic development, it is important to focus this study on the most 
prominent economic entity in the area.
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Case Studies
Several case studies and needs assessments have been done that addressed the 
educational needs within a local business community. M ost o f these studies, however, 
have not identified the reason for isolating a particular business segment.
One study in San Diego, California, completed in M ay 1984, addressed needs o f 
the entire business community. A survey was developed and sent to a random sampling 
o f  600 employers in northern San Diego County. The study received a 43 percent 
response rate. Results o f  this survey produced a generalized list o f occupational areas 
which had the highest priorities o f education and training within the business community. 
Thirty seven areas were defined as being in the "top quartile as having the highest need" 
(Muraski, 1984, p. iii). A  study with such a lack o f specificity would make it very 
difficult for a community college to identify and isolate its goals. By addressing the 
needs o f the entire business community, it would be very difficult for a community 
college to respond and prioritize its mission o f economic development.
A  study done for the William Rainey Harper College in Palatine, Illinois, in 1990, 
addressed the feasibility o f developing a hotel/motel career program within the college. 
The study was mailed to 53 hotels and motels and received a 55 percent response rate. 
Results o f the survey revealed: "employment demand would bring an additional 39 full­
tim e students, 105 part-time students, and 81 FTE (Full Time Equivalents) to the 
campus" (Lucas, 1990, p. 3). This study did not explain why it only addressed the 
hotel/motel m anagement community. Additionally, the relative size and economic 
influence the hotel/motel business community had on the local economy was not
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explained. This study did, however, develop a survey instrument which addressed the 
educational needs o f the hotel/motel management community. This survey asked 
respondents to determine the importance o f a two year hospitality program. Questions 
were prim arily directed towards particular functional areas and positions within a hotel or 
motel operation.
A nother study was completed in 1990, for the Santa Clarita Community College 
District in California on the viability o f  a two year hospitality management program.
This study was developed to implement a new hospitality curriculum in the College o f 
the Canyons. A  survey instrument was mailed to 200 hospitality operations within the 
local community. This survey also relied on local and state labor market figures from the 
Em ploym ent D evelopment Department that showed an inadequacy and shortage o f 
trained hospitality personnel. The survey was simple and concise. Results revealed that 
"84 percent o f  the respondents believed there was a shortage o f trained hospitality 
personnel" (Lusk, 1990, p. Attachment B.). This survey also stated that 89 percent o f the 
respondents had experienced difficulty hiring qualified personal for entry level positions 
in the past year.
A feasibility study regarding community college education in M ono County, 
California, has also been done. This study, which was completed in June 1990, 
addressed the viability o f annexing Mono County into the Kern County Community 
College District. The study concluded that:
(1) It appears that Mono County is interested in expanding the educational 
services that can be provided by a community college district.
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(2) It follows that number one above can best be implemented if  M ono County
were to become a part o f a community college district.
(3) Since M ono County has turned consistently to the Kern Community College
District for the educational services noted in number one, above, it 
follows that annexing to the Kern Community College District would be a 
logical conclusion for the following reasons:
(a) There is a fifteen-year history o f  the Kern Community College
District providing educational services to Mono County.
(b) Although Mono County is not contiguous with the Kern Community
College District, access has not been a problem.
(c) The Kern Community College District has shown interest in and a
willingness to provide services for the people o f Mono County.
No other community college district has provided these services at 
the level provided by the Kern Community College District." 
(Young, 1990, p. 65)
This conclusion was arrived at through the evaluation o f economic and demographic 
indicators and no empirical data was collected. As a result o f  this study, "The Board o f 
Governors o f the California Community Colleges took action on November 18, 1993, to 
finalize the annexation o f territory in Inyo and Mono Counties into the Kern Community 
College District effective July 1, 1994" (Van Westen, 1993, p. 1).
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Mono County
M ono County came into existence in 1861 through a California legislative act. It 
is located in the East-central area o f California and is approximately 108 miles in length 
and 38 miles in width. The W estern border o f Mono County is defined by the Sierra- 
Nevada mountains and its Eastern border is the Nevada state line. A t the Northern 
border lies Alpine County and the Southern border is adjacent to Inyo County. At the 
time o f this study, the majority o f the land was government owned (80 percent) and 
situated in the Toiyabe and Inyo National Forests. The Eastern entrance to Yosemite 
also lies within M ono County. The entire geographical area is situated between 5,000 
and 8,000 feet above sea level.
The four most populated towns in Mono County are Bridgeport, June Lake, Lee 
Vining, and M amm oth Lakes. A brief description o f each follows.
June Lakes is a small town located approximately 3 miles o ff Interstate 395 and 
approximately 25 miles North o f Mammoth Lakes. It is situated in a small alpine valley, 
surrounded by large mountains and several lakes. Its elevation is approximately 7,600 
feet above sea level and it had a population o f  about 425 people (Young, 1990, p. 6). At 
the time o f this study, there was a small ski resort there which was owned and operated 
by M ammoth Mountain. The area was also renown for its great summer trout fishing, 
nature hiking, and camping.
Bridgeport is located approximately 45 miles north o f M ammoth Lakes on 
Interstate 395. At the time o f this study, it was a small town with an estimated 
population o f 500 (Young, 1990, p. 6). Also, it has been the county seat since 1870, and 
the courthouse, which was built in 1880, was still in use. The area was also known for 
trout fishing, nature hiking, and camping.
Lee Vining is located approximately 30 miles North o f Mammoth Lakes on 
Interstate 395. At the time o f this study, its population was approximately 400. The
geographical area sits at 7,000 feet above sea level. Lee Vining has been known as " 
gateway to Yosem ite National Park, reachable via the spectacular Tioga Pass Road" 
(Young, 1990, p. 6). Figure 1 is a simplistic map of California:
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M ammoth Lakes
M ammoth's history dates back to the mid 1800's when gold and silver drew many 
entrepreneurs and prospectors to the Eastern Sierra's. In 1878, General George Dodge, 
"of Civil W ar and Union Pacific fame, and associates bought five claims on Mineral Hill 
east o f  Lake Mary" (Reinhart, Vestal, Willard, 1976, p. 138), Lake M ary has been one 
o f the larger lakes in the M ammoth Lakes basin. With this claim, the General built the 
"Mammoth M ining Company", which comprised a 40-stamp mill, a flume, and a 
tramway. The mill was "powered by a six foot Knight wheel" (Reinhart, Vesta, Willard, 
1976, p. 138). In the first summer o f operation 1,000 visitors came to see the mill 
operate. This novelty soon wore o ff and the mill closed two years later and its property 
was sold through auction. Several other prospectors attempted to mine gold out o f 
M ammoth in subsequent years. They too met the same fate as the General. In 1918, the 
K night wheel was taken down to the meadows area and used to generate power for 
M ammoth's first resort. Later the power generator was used to open "Mammoth Camp", 
a hotel and rooming house. In the late 1930's skiing began to enjoy a growing popularity 
as a winter activity. Individuals from Southern California began to drive up Highway 
395 to ski the hills close to M ammoth Lakes. Local individuals built "small portable ski 
tows and powered them with car engines. They set them up wherever snow was suitable- 
as on the slope o f McGee Mountain, Deadman Summit, or Conway Summit, usually 
close to Highway 395, for side roads were not kept open" (Reinhart, Vestal, Willard, 
1976, p. 140). In 1941, Dave McCoy, a Department o f W ater and Power hydrographer, 
and the founder o f  M ammoth M ountain Ski Area, began operating rope tows up the hills 
o f  M ammoth. In 1945, he built the first permanent rope tow and in 1955, the first double 
chair lift, establishing his ski area as one o f the finest in California. Since that time
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M amm oth Lakes has not only had one o f the largest ski resorts in the nation, but also has 
made claim to be one o f  the finest summer recreation areas in California.
During the summer, the area has been renown for its fishing, hiking, camping, 
and horseback riding. In the winter, Mammoth M ountain Ski Resort averages almost one 
m illion skiers throughout the entire season. The ski season has begun as early as 
Halloween and ended as late as the 4th o f  July, depending on snowfall amounts and the 
temperature. Table 1 summarizes the last seven years o f  operating and skier days at 
M amm oth M ountain Ski Resort:
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TABLE 1
NU M BER OF OPERATING AND SKIER DAYS ON M AM M OTH M OUNTAIN
Year Opening Days Skier Days
1987 4 - Jan. 126 711,757
1988 6 - Nov. 208 1,112,898
1989 18 - Nov. 193 1,053,907
1990 27 - Oct. 213 981,935
1991 29 - Nov. 181 463,987
1992 28 - Oct. 210 889,387
1993 31 - Oct. 246 905,236
Note. From “M ammoth M ountain Number o f Operating and Skier Days,” by R. 
Bramble, 1993, Town o f Mammoth Lakes Profile & Resource Guide, p. 15. Copyright 
1993 by The M ammoth Lakes Chamber o f Commerce.
In 1990, a skier opinion survey was administered to skiers in Mammoth Lakes. 
This survey addressed many of the demographic characteristics o f  M ammoth Mountain's 
skiers. It reported:
Alm ost 70% of the skiers access the M ountain on the weekend; 92% o f the skiers 
are from California; 58% o f  the skiership is between the age o f 25 and 44; 22% 
under 25, and 19% over 44; 53% are male; nearly half are single, and 32%  are
married with children. M ost Mammoth M ountain skiers have college degrees 
(35%), while 18% have had post-graduate education; many are still in college 
(16%) or high school (10%). Individual income levels range similarly: about 
29% earn $35k-$70k; 32% earn over $70k; 17% under $35k (Bramble, 1993, p. 
23).
There was a wide variety o f recreational activities to be enjoyed in M ammoth 
Lakes. The areas for recreation were summarized in a report done by the M ammoth 
Lakes Chamber o f  Commerce in 1993. It stated that the Eastern Sierra had "an 
outstanding amount o f recreational opportunities". (Bramble, 1993, p. 20). Table 2 lists 
these opportunities:
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TABLE 2
RECREATIONAL OPPORTUNITIES IN MAMMOTH LAKES
Backpacking 
Bird W atching 
Fishing 
G olf
Hang Gliding/Paragliding 
Hiking
Hot Spring Soaking 
In-line Skating 
Ice Climbing 
M ountain Biking/Racing 
M ountaineering
Nordic Skiing/Racing/Touring
Pack Trips
Road Biking/Racing
Road/Trail Running & Racing
Rock Climbing
Rock Hounding
Scenic Airplane Flights
Skiing (Alpine) and Racing
Sleigh Rides
Snowboarding
Snowmobiling
Note. From  “M ammoth Mountain Number o f Operating and Skier Days,” by R. 
Bramble, 1993, Town o f Mammoth Lakes Profile & Resource Guide, p. 20. Copyright 
1993 by The M ammoth Lakes Chamber of Commerce.
In a study conducted in 1992 by a Florida-based research firm o f Klages and 
Associates, information was gathered regarding tourist visits to M ammoth Lakes. A
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survey was developed and sent to "2,000 people whose names were selected randomly 
from a list compiled by the Visitors Bureau staff. The list was made up o f an equal 
num ber o f  summer and winter inquires" (Klages, 1992, p. 1). The study received a 26 
percent response rate (520 respondents), 66.2 percent (344) o f the respondents were 
sum m er visitors and 33.8 percent (176) were winter visitors. The study reported that in 
the summer, the majority o f visitors spent their time hiking in the M ammoth Lakes area. 
Furthermore, the study found that the majority o f individuals visiting Mammoth Lakes in 
the w inter were downhill skiers. Table 3 summarizes the major w inter activities visitors 
to the M ammoth Lakes area enjoyed in 1992:
TA BLE 3
W IN TER ACTIVITIES IN M AM M OTH LAKES
Downhill Skiing 91.1%
Snowmobiling 16.5%
Cross-country Skiin:ig 13.9%
Sleigh Rides 3.8%
Bobsledding 1.3%
Note. From “W inter Activities,” by Klages and Associates, 1992, M ammoth Lakes 
Visitor Study, p. 3. Copyright 1992 by Mammoth Lakes Visitors Bureau.
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The summer respondents indicated that an individual visitor activity did not 
dom inate the participation profile. Tabulated below is the breakdown o f  summer 
activities that visitors participated in:
T A B L E 4
SUM M ER ACTIVITIES IN MAMMOTH LAKES
Hiking 74.4%
Fishing 46.8%
Mountain Biking 19.9%
Horseback Riding 15.4%
W ater Sports 14.1%
Golf 9.0%
Note. From “Summer Activities” by Klages and Associates, 1992, M ammoth Lakes 
Visitor Study, p. 3. Copyright 1992 by Mammoth Lakes Visitors Bureau.
The M ammoth M ountain Ski Area was open to mountain bike use in 1991. The 
M ountain has over 50 miles o f  mountain bike trails and attracts over 10,000 individuals 
throughout the summer season. Many national mountain bike competitions are now held 
there on an annual basis. Throughout the summer there were also many scheduled events 
and festivals:
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Fourth o f  July Celebration 
Labor Day Arts and Crafts Festival
M ammoth M otorcross Competition (28th Consecutive in 1995)
NORBA M ountain Bike Competition
Octoberfest Beer Festival
Sierra Summer M usic Festival
M ammoth Lakes Jazz Jubilee
M ammoth Cycling Classic
Trout Derby
Snowcreek Tennis Open
National Rollerblade Slalom Competition
M illpond M usic Festival
Running and Triathlon Competitions
The Klages and Associates study also asked visitors which attractions in the 
Mammoth Lakes area they had visited. Their responses were as follows:
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TABLE 5
ATTRACTIONS VISITED IN MAMMOTH LAKES
Devils Postpile National M onument 61.5%
June Lake Loop 48.4%
Mono Lake 43.2%
Yosemite National Park 33.3%
Hot Springs 29.7%
Bodie Ghost Town 27.6%
Crowley Lake 25.0%
Hot Creek Hatchery 22.4%
Note. From “Attractions Visited” by Klages and Associates, 1992, Mammoth Lakes 
Visitor Study, p. 3. Copyright 1992 by Mammoth Lakes Visitors Bureau.
Individuals were asked what type o f accommodations they stayed at and 
approxim ately how much they spent per average visit. The information is summarized in 
tables 6 and 7:
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TABLE 6
TYPE OF LODGIN G USED IN MAMMOTH LAKES
50% 
40% 
10%
Rental Condo
Hotel/M otel
Camp
Note. From “Type o f  Lodging Used” by Klages and Associates, 1992, M amm oth Lakes 
V isitor Study, p. 4. Copyright 1992 by Mammoth Lakes Visitors Bureau.
TABLE 7
VISITOR EXPENDITURES IN MAMMOTH LAKES
Lodging $315.59
Recreation $169.69
Restaurants $131.09
Entertainment $109.97
Gifts/Shopping $ 82.28
Groceries $78.13
Transportation $ 69.28
Note. Breakdown o f visitor expenditures based on $678.97 per average visit. From 
“Breakdown o f  Visitor Expenditures” by Klages and Associates, 1992, Mammoth Lakes 
Visitor Study, p. 4. Copyright 1992 by M ammoth Lakes Visitors Bureau.
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These totals indicate that approximately $58.00 was typically budgeted for each person 
per day.
Individuals were then asked to address their level o f satisfaction regarding their 
stay on a scale from 1 to 10. The scale indicated that 10 represented the best response 
and 1 was the worst response. Eighty nine and two tenths percent o f  the respondents 
rated their visit to Mammoth Lakes between 8 and 10. Seventy nine and three tenths 
percent o f the respondents rated the level o f hospitality between 8 and 10, and 87.3 
percent o f the respondents indicated they had no difficulty making their travel 
arrangements.
The lodging industry's occupancy rates vary significantly based on the season. It 
was estimated that in 1993, there were approximately 11,340 rentable rooms that could 
accommodate 28,350 individuals. Table 8 provides an occupancy and average room rate 
analysis for the town of M ammoth Lakes:
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TABLE 8
LODGING OCCUPANCY AND AVERAGE ROOM RATE IN MAMMOTH LAKES
Average Percent Average
Season Room Rate Occupied Stay
C ondom inium s:
Summer $ 81 45% 4.8 nights
Spring/Fall $ 96 25% 3.4 nights
W inter Weekend $173 84% 2.7 nights
W inter Midweek $143 38% 3.6 nights
H otel/M otel
Summer $ 54 46% 2.2 nights
Spring/Fall $51 24% 1.8 nights
W inter W eekend $ 7 9 72% 2.5 nights
W inter Midweek $ 6 6 39% 2.5 nights
Note. From  “Lodging Occupancy” by R. Bramble, 1993, Town o f M ammoth Lakes 
Profile & Resource Guide, p. 16. Copyright 1993 by The M ammoth Lakes Chamber o f 
Commerce.
The town o f M ammoth Lake's revenue has been primarily derived from a 
Transient Occupancy Tax (T.O.T.). A nine percent tax has been added to the rate o f  any 
stay o f  less than one month in any lodging facility. This has also been known as the "bed 
tax" or "pillow tax". This tax had provided the M ammoth Lakes town governm ent its 
largest source o f  revenue since the town was incorporated in 1984. An average o f  over 
44 percent o f  the towns revenue came from the T.O.T. in 1993. Table 9 lists the last 10 
years o f T.O.T. revenues:
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TABLE 9
% T.O.T. TO TOTAL (TOWN) REVENUES
Fiscal
Period
T.O.T. Total
Revenues
%T.O.T. 
to Total
1987/1988 $2,472,224 $5,803,805 42.60%
1988/1989 2,747,684 6,482,657 42.39%
1989/1990 2,946,772 7,596,367 38.79%
1990/1991 2,035,026 6,665,635 30.53%
1991/1992 3,164,555 8,176,871 38.70%
1992/1993 3,201,491 7,175,567* 44.62%
Note. From “ %  TOT to Total Revenues” by R. Bramble, 1993, Town o f Mammoth 
Lakes Profile & Resource Guide, p. 8. Copyright 1993 by The M ammoth Lakes 
Chamber o f  Commerce.
* Figures for 1992/93 reflect collections as o f 09-01-93.
It had been estimated that in 1991, "travel and tourism contributed nearly $239 
m illion to Mono County's economy, and provided over 3,879 jobs, with a payroll o f 
roughly $43 million. Moreover, travel and tourism provided $4.3 million tax dollars to 
M ono County, and another $13.8 million in tax receipts to the state o f  California" 
(Bramble, 1993, p. 16).
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The M amm oth Lakes Chamber o f Commerce has voiced the belief that "The 
town o f  M amm oth Lakes' economy is tourism based" (Bramble, 1993, p. 15). Because o f 
this, M amm oth Lakes developed the Visitors Bureau. This "functional arm o f the 
M amm oth Lakes municipality"(Bramble, 1993, p. 16) is devoted to providing 
information to visitors about the M ammoth Lakes region. In 1992, approximately 
60,000 walk-in visitors utilized this facility (Bramble, 1993).
The M ammoth Lakes Community 
M ammoth Lakes was an incorporated city within M ono County. Mammoth 
Lakes residents represent almost 50% o f the entire population o f  the county (see table 
10).
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TABLE 10
POPULATION IN INYO & M ONO COUNTIES 1980-1994
1980 1993 1994
% Change 
1993-1994
INYO & MONO 26,472 29,300 30,100 2.7
Inyo 17,895 18,650 18,900 1.3
Bishop 3,510 3,580 2.0
Unincorporated 15,150 15,300 1.0
Mono 8,577 10,650 11,200 5.2
M ammoth Lakes 5,325 5,550 4.2
Unincorporated 5,325 5,625 5.6
Note. From “Population: Inyo & M ono Counties, 1980-1994,” by T. Nagle, 1994, 
Annual Planing Information: Invo and Mono Counties, p. 3. Copyright 1994 by State of 
California Employment Development Department Labor M arket Information Division.
Although the average annual population for Mammoth Lakes was approximately 
5,550 persons in 1994, it has fluctuated dramatically. Bill Taylor, Town Senior Planner, 
stated that during the winter, a "service population" o f  typically no less than 10,000 
individuals resides in town. This "service population was the number o f people in town 
including permanent and seasonal residents, and visitors on any given day" (Bramble,
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1993, p. 5). In fact, on a typical busy winter weekend, the population can rise to as high 
as 35,000. The town's population may decrease by as many as 2,000 workers during the 
summer months.
In 1993, the civilian labor force in Mono County was approximately 6,000 
individuals and the unemployment rate was 9.3 percent. These figures also fluctuate 
dramatically based on the seasonality o f employment and levels o f snowfall during 
winter months. Unemployment rates in Mono County have been as high as 18 percent 
during the shoulder season (spring and Fall) and as low as 2 percent in the w inter (Nagle, 
1994). Tables 11 and 12, and Figure 2, summarize five years o f these statistics:
4 4
TABLE 11
ANNUALIZED CIVILIAN LABOR FORCE. EMPLOYMENT. AND 
UNEM PLOYM ENT
FIGURES FO R  1992-1993 IN MONO COUNTY
Items 1992 1993
Civilian Labor Force * 5,850 6,020
Em ploym ent 5,250 5,460
Unemployment 600 560
Unem ploym ent Rate 10.4% 9.3%
Note. From “Labor Force Trends” by T. Nagle, 1994, Annual Planing Information: 
Inyo and M ono Counties, p. 9. Copyright 1994 by State o f California Employment 
Developm ent Department Labor M arket Information Division.
Labor force by place o f residence. Employment includes persons involved in labor- 
m anagement trade disputes.
**The unemployment rate is computed from unrounded data; therefore, it may differ 
from rates developed using the rounded figures in these tables.
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TABLE 12
MONTHLY CIVILIAN LABOR FORCE. EMPLOYMENT. AND UNEMPLOYMENT
FIGURES FOR 1989-1993 IN MONO COUNTY
Labor
Force
Employment Unemployment Unemployment
Rate
1993 January 6,580 6,180 400 6.1
February 6,710 6,280 430 6.3
March 6,080 5,680 400 6.6
April 5,980 5,490 490 8.1
May 5,370 4,630 740 13.8
June 5,640 4,890 750 13.3
July 5,900 5,320 580 9.8
August 5,730 5,270 460 8.1
September 5,800 5,290 510 8.7
October 5,670 5,000 670 11.7
November 5,970 5,290 680 11.3
December 6,800 6,200 600 8.8
Annual Average 6,020 5,460 560 9.3
1992 January 6,500 6,050 450 6.7
February 6,050 5,650 400 6.8
March 6,100 5,700 400 6.7
April 5,900 5,350 550 9.3
May 5,300 4,450 850 16.3
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TABLE 12 (continued)
MONTHLY CIVILIAN LABOR FORCE. EMPLOYMENT. AND UNEMPLOYMENT
FIGURES FOR 1989-1993 IN MONO COUNTY
Labor
Force
Employment Unemployment Unemployment
Rate
June 5,600 4,750 850 15.0
July 5,750 5,150 600 10.1
August 5,700 5,100 600 10.3
September 5,600 5,050 550 10.2
October 5,400 4,650 750 13.7
November 5,800 5,000 800 13.5
December 6,500 6,000 500 7.7
Annual Average 5,850 5,250 600 10.4
1991 January 6,400 5,850 550 8.4
February 5,500 4,500 1,000 18.0
March 5,300 4,500 800 14.7
April 5,750 5,150 600 10.8
May 4,950 4,150 800 16.5
June 5,200 4,500 700 13.7
July 5,400 4,850 550 10.4
August 5,500 5,050 450 7.8
September 5,500 5,050 450 8.5
October 5,050 4,500 550 11.3
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TABLE 12 (continued)
MONTHLY CIVILIAN LABOR FORCE. EMPLOYMENT. AND UNEMPLOYMENT
FIGURES FOR 1989-1993 IN MONO COUNTY
Labor Employment Unemployment Unemployment
Force Rate
November 5,300 4,800 500 9.7
December 5,950 5,450 500 8.1
Annual Average 5,450 4,850 600 11.4
1990 January 6,800 6,500 300 4.2
February 6,400 6,250 150 2.0
March 6,350 6,250 100 1.9
April 6,050 5,700 350 5.7
May 5,150 4,750 400 8.2
June 5,450 ' 5,100 350 6.8
July 5,750 5,400 350 5.9
August 5,750 5,500 250 4.5
September 5,700 5,350 350 5.9
October 5,200 4,850 350 6.8
November 5,300 4,850 450 8.5
December 5,350 4,600 750 14.2
Annual Average 5,750 5,400 350 6.0
1989 January 6,200 6,000 200 2.9
February 6,000 5,800 200 3.1
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TABLE 12 (continued)
M ONTHLY CIVILIAN LABOR FORCE. EMPLOYMENT. AND UNEM PLOYM ENT
FIGURES FOR 1989-1993 IN M ONO COUNTY
Labor Employment 
Force
Unemployment Unemployment
Rate
March 6,050 5,900 150 2.7
April 5,700 5,450 250 4.4
May 5,500 5,050 450 7.9
June 5,750 5,400 350 6.3
July 5,900 5,600 300 5.0
August 5,850 5,650 200 3.5
September 5,950 5,650 300 4.7
October 5,850 5,550 300 5.4
November 5,800 5,500 300 5.1
December 5,900 5,700 200 3.5
Annual Average 5,850 5,600 250 4.5
Note. From “Civilian Labor Force, Employment, and Unemployment,” by T. Nagle, 
1994, Annual Planing Information: Inyo and Mono Counties, pp. 39-41, Copyright 1994 
by State o f California Employment Development Department Labor M arket Information 
Division.
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In 1992, an analysis was done by the Em ploym ent Development Department to 
devise a benchmark for employment in Inyo and M ono Counties. Inyo County, which 
was located adjacent to Mono County, had a population o f approximately 19,000. Table 
13 compares the employment o f  Inyo and M ono Counties by m ajor industry and 
forecasts 1998 employment figures:
51
w
5
<
a
<
£
00
s
H
Z
D
O
Uozo
£
<o
<1
-s°O '
O '
00GN
ON
-O  ^
*  Ccd ID
M  s
4 -*
c/3 o  
“  ■£ 
E 
tu
N °
O '
CN
ON
Os
g
<D
E
_o
a,
E
W
H
b
Vi
3T3
C
V®O ' s®o ' 0 s o ' o ' s®o '
N °o ' ' vo ' •N®o '
c o 0 0 CO 0 0 wo 0
CN ^ r CO Q o ' CO 0 CO CO
CO 1
1
0 i n 0 0 wo 0 0 wo 0
0 CN 0 CN 0 wo CN 0
r o CN 1 1
N°o ' o ' o ' N®O ' \®o ' N®o ' N®o ' N®o ' N®o '
0 NO r**; r - 0 wo
0 CN CN WO CO CN
0 CN CO CN
0 in 0 0 0 wo wo 0 wo
wo CN 0 wo CN r - VT) t -
° \ wo NO CO CO CO* r r ’—'
CA co" (o '
N®o ' O ' o ' o ' N®o ' O ' O ' o ' N®o '
CN 0 CN 0 0 VO wo CN 0 0 CO
O CO CN CN wo CO •^r
O CN CO CN
O 0 0 O wo wo wo wo wo
WO 0 0 WO CN CN CN c*' C^
VO^ wo CO CO CN^ wo CN^ 0 ^
(N CO CO
co
0)
3T3
G
,00
g
o
cy O
s00c
C/3
c
o
CJ
D
a
3
3cu
"O
c
G
c
.2*4-*
G
t :
O
CU
V i
G
cd
H  £
<D
" a
cd u
H
<D
C/3 H
<D  ,
O  cd
J 3
<D
- a
cd
cu
<U
4-*
cd
4 -»
Vi
m
Id
<d
04
TD
G
cd
<L>
o
G
cd
<D
o
G
cd
G
£
<U
CJ
£
D60
C
ID
B
ci_aj
>
o
O
o>
c
c
o
«
Eu.
<2
Cd
3
C
C
<
a s
O s
60
C dz
>%
X>
_o
C-,
Eoj
c
D
• a
a
cd
4-T
c
ID
E
_ o
’ q .
E
m
a
oL-
O
PH
U
O
X
cd
J
c
2
' >
CJ
E
S
p p
o
Z
c
.2
G
EL-
< 2
G
<D
G
2
u .
O
X )
G
J
<Us
0 4
(U
Q
4 -»
c
<1>s04
. 2
CD
>
CDa
4 -»
G
<D
E
>%
jd
cu
E
w
G
iG
CJ
c*_
O
CD
4~>
G
4 - Ju y
>>
pD
ON
ON
x :
.5P’C
£
> ,
cu
o
CJ
G
3
O
CJ
O
G
O
G
.2
* C/3
*>
Q
*3
<DSOG
so
c
<u
GO
o
<u
> v
- 2cu
E
<D
-C
-G0
3
£
G
O
G
<Dx:
viu . Um
(D O
-Xu
0
Vi
Vi
<U
-O
0 u .G*4-J
Vi
<u
s o
CD
u<
E C/3
0 C/3 . 4-J
TD U.<U> <U
0 3 Ec
G * 3
cu
X) CDVi >
0
s o
w
<v <u>
4—*
G
3
Gu .
<D
"g
0
3
>
CU
O
0
- a
* 0
r s c
G §
G
CU <D
G C/3Uh G3 O4—•
4-»
C/3
- o ' O
0) Gu4»l 3Uh
O G U)
O T 3O n CJ
E
<D G
. 2
Cf-.
C4-4
OuL 4—j C/3
0)3 0
Vi E <D4—* ? ovi
u ViGO O CU
. 2
CJ g
* C •D
c u 0
0
U
Vi
(U
G
G
c u <D ^ —<
(D
TD O * O^ 3 3 -
O
C E<D
"g
Vi-t » C/3 CD
O 0 ) T 3
G 0 3 ^33C/3 OCD O c
O C
Q • ••• • *
52
Approximately 60 percent o f the employment in Inyo and M ono Counties was 
derived from the retail and service sector. In M ammoth Lakes, approximately 74 percent 
o f  the businesses were either service or retail oriented and, in 1993, there were 
approximately 950 business licenses issued. O f these licenses, 215 were in the retail 
sector (Bramble, 1993). According to a 1993 Town o f  M ammoth Lakes Business 
License Report, "there were 47 restaurants, 22 sporting goods/ski shops, and 16 clothing 
stores” (Bramble, 1993, p. 17).
The building industry comprised a large percentage o f the service sector. This 
information may have been misleading because the EDD excludes condominium rental 
"businesses" from  the service sector statistics (Bramble, 1993, p. 17). There were an 
estimated 60 condominium complexes located in M ammoth Lakes. M ost o f these 
condominium units rent by the day or week and use a central reservation or referral 
system for booking rentals. The condominium units are typically privately owned and 
the central system charges a fee for reservation service. There were several o f these 
businesses available in town which typically provide cleaning services as well as some 
managerial functions. The major referral and reservation systems located in town were: 
The Lodging Referral Service, The Mammoth Reservation Bureau, High Country Inns, 
and M ammoth Properties. Some condominium complexes provided their own services 
such as Summit Accommodations.
The Town o f M ammoth Lakes Profile and Resource Guide listed the eleven 
largest employers in Mammoth Lakes. This list considered the restaurant industry as one 
employer, however, it did not break out the lodging industry in the same manner.
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There were approximately 80 lodging operations in M ammoth Lakes at the time o f this 
study, and if  their employment figures were combined into one unit, it would represent a 
large percentage o f  the work force. Table 14 lists employers based on the 1993 study, 
without lodging statistics:
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TABLE 14
M AM M OTH LAKES LARGEST EMPLOYERS
Company Product/Service Employees
Restaurant Industry Foodservice 1,200-2,000*
M ammoth M ountain Ski Area Ski Resort 350-2,000*
Dempsey Construction Development Management 120-350*
Centinela M ammoth Hospital Healthcare 45-120*
M ammoth Unified School District Education 90+*
Town o f  M ammoth Lakes M unicipality 86
Vons Retail Grocery 80
Mono County (Based in M.L.) Government 75-85
Forest Service Management, recreation 25-85*
M ammoth County W ater District W ater Company 29
M ammoth/Pacific LP Geothermal Energy 25
Note. From “Largest Employers,” by R. Bramble, 1993, Town of M ammoth Lakes 
Profile & Resource Guide, p. 18. Copyright 1993 by The Mammoth Lakes Chamber o f 
Commerce.
* Denotes Seasonal Flux.
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The Employment Development Department in conjunction with the California 
Cooperative Occupational Information System has developed several occupational 
outlook studies for Inyo and M ono Counties. These studies looked at specific 
occupations and address questions regarding wage levels and level o f difficulty in finding 
qualified applicants. These studies were then directed to the specific segment o f the 
business community and labor organizations. The results o f  selected occupation studies 
are listed in table 15:
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Higher Education in M ammoth Lakes 
According to the 1990 census, Mono County contained a relatively educated 
populace. The table below describes the educational levels o f individuals residing in 
M ono County:
TA BLE 16
EDUCATIONAL ATTAINM ENT OF PERSONS 18 OR OVER IN M ONO COUNTY
Percent o f Population With:
Less than 9th Grade 6.1
9th to 12th, No Diploma 8.1
High School Graduates 27.2
Some College, No Diploma 30.6
Associate Degree 8.2
Bachelor's Degree 14.4
Graduate or Professional Degree 5.3
Note. From “Educational Attainment in Mono County,” by California Department o f 
Finance and Economic Research, 1993, California County Profiles. Copyright 1993 by 
California Department o f Finance and Economic Research.
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At the time o f  the study, Mammoth Lakes had two college extension programs 
available; Lassen College and Cerro Coso Community College.
Lassen Community College was located in Susanville, California, approximately 
240 driving miles from  M ammoth Lakes. They did however, offer an outreach program 
to M ono County residents. M any o f their courses were offered on videotape through 
their Telecourse program and were as transferable as their in-class courses to four year 
schools. Lassen College offered many vocational majors. Below is a list o f  the majors: 
Accounting Early Childhood Education
Administration and Justice Gunsmithing
Agriculture Industrial Technology
Automotive Technology Journalism
Business Real Estate
Computer Information Studies Steam Power Operations
Construction Trades Vocational Nursing
Correctional Science W elding
Cosmetology (Lassen College, 1995, p. 16)
Lassen also offered three non-vocational majors. They were:
Liberal Arts 
M ath/Science
Physical Education (Lassen College, 1995, p. 16)
At the time o f  this study, Cerro Coso Community College had two locations. The 
Bishop campus, which was located 45 miles South o f M ammoth Lakes on Interstate 395,
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and the M amm oth Education Center in the town o f  M ammoth Lakes. These were 
extensions from the Kern County Community College system. They offered majors in: 
Business Administration 
Business Supervision 
Business Office Careers 
Early Childhood Education
Associate o f  Arts(Cerro Coso Community College, 1994, p. 2)
The Mammoth Lakes Foundation 
In 1989, Dave McCoy started the M ammoth Lakes Foundation (MLF). His 
vision was to develop a college in M ammoth Lakes to serve the educational needs o f the 
community. The mission statement o f the foundation is described below:
The purpose o f  the Mammoth Lakes Foundation is to support development of 
higher education and cultural enrichment in the Eastern Sierra, including 
establishment o f  a permanent campus in the M ammoth Lakes area that would 
provide facilities for academic studies, appreciation o f the arts and student 
housing (College in Mammoth, 1994, p. 1).
Since the foundation's inception, Dave and his wife, Roma, have donated "seed money to 
establish the M ammoth Education Center in 1990" (College in Mammoth, 1994, p. 2).
The M ammoth Education Center has been run by the Cerro Coso Community College.
A t the tim e o f this study, the MLF had raised almost one million dollars and identified
several parcels o f  land on which they hoped to develop a free standing college. 
Furthermore, in conjunction with the town o f M ammoth Lakes, the foundation had 
sponsored many charity events such as: invitational ski races, golf tournaments, the 
raffling o ff o f  a new home, donations for name plaques on ski lifts and gondolas, and a 
donation list for individuals who gave money for the development o f the college. The 
foundation also had a newsletter to keep all residents o f Mammoth Lakes and interested 
individuals informed as to the developments pertaining to the college.
In 1993, the M LF unveiled a draft campus development plan. The first step o f 
this plan was to move the Mammoth Education Center into a free standing structure on 
which work w ill commence in the summer o f 1995. The next several steps included the 
development o f other multiple-use structures. They included:
A State Community College Center 
A Perform ing Arts and Cultural Center 
A  four-year college or university program 
A new public high school or middle school 
Student and faculty housing
Natural History Interpretive Area (College in Mammoth, 1994, p. 3)
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The picture in Figure 3 portrayed the proposed community college site in a November, 
1993 article from the Mammoth Lakes Foundation Report:
FIGU RE 3
I J L
HS MES
MERIDIAN BIVD.
A ( P h ase  I) C om m unity C ollege 
B (P h ase  II) Cultural C en ter 
C  (P h ase  III) Four-Year C ollege 
D A m ph ithea ter 
E MultHise C ourtyard 
F (P hase IV) S tudent Housing 
11II Future Use
PB
G  M am m oth Unified School District 
Future Use 
HS High School 
1C Interpretive C en te r 
MES M am m oth E lem entary School 
P Parking
PB Parking a n d  Bus Stop
Note. From “Draft Campus Plan Unveiled,” by J. Larsen, 1993, M ammoth Lakes 
Foundation Report. November, p. 1. Copyright 1994 by The M ammoth Lakes 
Foundation.
Summary
This literature review has defined and described the needs assessment as an 
evaluation tool for education. Furthermore, this review has outlined the importance o f 
involving the primary business activity in a community for vocational and general 
education development. It seems apparent that the primary business activity in
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M amm oth Lakes is in the area o f  hospitality. Therefore, the subsequent chapter o f this 
study will describe the methodology used to gather information, the type o f design, 
sample population, instrumentation, data collection procedures, and method o f statistical 
analysis in evaluating the educational, managerial, and technical needs o f the hospitality 
business community in M ammoth Lakes. Chapter IV presents an analysis o f  the research 
findings and Chapter V  reviews the implications, conclusions, and recommendations 
regarding education in the town o f Mammoth Lakes, California.
CHAPTER III 
M ETHODOLOGY 
Introduction
At the tim e o f this study, the M ammoth Lakes economy was driven by the 
tourism industry. It was also apparent that hospitality operations were the predominant 
factor in both the service and labor segments o f  the local economy. The main business 
activity in M amm oth Lakes was obviously, the hospitality industry. The hospitality 
industry, however, was composed o f several different business sectors. The two main 
areas were lodging and foodservice operations. These two operations are each made up 
o f  many different functional areas with specific educational and vocational needs. This 
study was developed to divide these needs into definable segments and address questions 
regarding education and training needs to employers within those particular sectors o f 
hospitality in M ammoth Lakes.
Purpose o f the Study 
The purpose o f this research was to assess the educational, technical and 
managerial human resources needs o f the primary economic business sector in Mammoth 
Lakes. Furthermore, the study addressed the perceptions and attitudes o f managers 
regarding education within the primary business activity in Mammoth Lakes
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Type o f Research
The method and type o f research for this study was descriptive. The principal 
goal o f the study was to assess the educational, technical and managerial human 
resources needs o f  the primary economic business sector in M ammoth Lakes. 
Researchers, Issac and Michael (1982, p. 46), stated that the purposes o f a descriptive 
study were to: “describe systematically the facts and characteristics o f a given population 
or area o f interest, factually and accurately” . Furthermore, Oppenheim (1966, p .8) 
stated:
The purpose o f  the descriptive survey is to count...The important point to realize 
is that such surveys chiefly tell us how many members o f a population have a 
certain characteristic or how often certain events occur; they are not designed to 
‘explain’ anything or to show relationships between one variable and another.
A second goal o f  the study was to evaluate the perceptions and attitudes o f managers 
regarding education w ithin the primary business activity in Mammoth Lakes. Fried 
(1994, p. 39) stated: "...descriptive research may involve assessing the attitudes o f 
individuals, and frequently these data are collected through a questionnaire" .
Type o f Design
The study was designed to collect information regarding specific needs within the 
hospitality business community. This information was used to measure and identify 
difficulties o f employment in particular positions and within functional areas o f a
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hospitality operation. The survey also sought to acquire an understanding o f how  the 
hospitality industry regarded a community college education.
Population
The subject population consists o f lodging and foodservice operators whose 
businesses are within the M ammoth Lakes community. Based on the 1995 Mammoth 
Lakes area telephone book, and a physical counting as of February 18, 1995, there were 
64 restaurants and 80 lodging operations. This adds up to a hospitality business base o f 
approximately 144. Krejcie and M organ (1970) developed an equation to determine an 
appropriate sample size relative to the size o f  a given population which results in a 
ninety-five percent level o f confidence. Because o f the small population size, the 
researcher decided to survey the entire group rather than deriving a percentage sample 
and use the equation to establish validity o f  the response rate. The equation states that a 
given population o f  150 would need a sample population o f 108 to acquire a 95 percent 
level o f confidence. This equated to needing at least a 72 percent response rate to 
validate the results.
Instrumentation
Two instruments were discovered that have previously been employed to 
determine the potential utilization o f a two-year hospitality program by hospitality
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managers w ithin a local community. These were the only instruments that were located 
by the researcher in studies that addressed the potential utilization o f  a two year 
hospitality program. The results o f these reports were briefly described in the literature 
review portion o f this study. Both o f the instruments located in the studies had questions 
which could be utilized to address the educational, technical, and managerial needs o f the 
M amm oth Lakes hospitality business community.
The College o f the Canyons study developed a questionnaire through an advisory 
committee and the use o f a hospitality consultant. The advisory committee consisted o f 
27 representatives from local restaurants, hotels and motels, EDD offices, college staff, 
and individuals from a local theme park (Lusk, 1990, p. 4). Additionally, they also 
utilized labor market figures from  the EDD in their assessment. A sample portion of the 
survey follows:
1. Do you believe there is a shortage o f  trained hospitality personnel?
Yes No
2. Has your company had difficulty in hiring qualified personnel for entry level
positions in the past year?
Yes No
Comments:
4. Do you think a Hospitality program at College o f  the Canyons is needed?
Yes, very much Yes, moderately Not at all
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7. Do you believe the curriculum should provide internships in local hotels and 
restaurants, in order to give students actual work experience?
 Yes  No (Lusk, 1990, p. 4)
The feasibility study for a Hotel and Motel Program at Harper College was 
developed by a committee consisting o f individuals from the Office o f Planning and 
Research, the Dean o f the Business and Social Science Division, two managers o f  local 
hotels, and the Foodservice Program Coordinator. A sample portion o f  their study 
follows:
II. I f  Harper were to implement this proposed (hospitality) program, and full-time 
non employed students were enrolled, assuming normal attrition and turnover, 
estimate the num ber o f Harper graduates you would m ost likely hire during the 
next year:
 Num ber o f  graduates
III. Assume that an individual has just completed our proposed Harper College 
two-year program, that this person had at least one semester o f an internship in a 
hotel or motel property, and is 20-23 years o f age —
A. For what position(s) in your property could this individual be 
considered?
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B. A t what range o f annual salary could this person reasonably be expected to
start?
$___________to_$__________ annually
VIII. In which functional areas in your organization do you have the m ost trouble 
providing training or trained personnel? Check (X) all those which are 
appropriate.
 A. Front Office ___ E. Food and Beverage
 B. Housekeeping ___ F. Recreational Facilities
 C. Sales ___ Engineering
 D. Accounting ___ H. Other (specify)__________  (Lucas,
1990 , p p .  15- 19)
The instrument developed for the purpose o f this study took these excerpts from 
the Harper College and the College o f the Canyons studies and made some alterations in 
their focus. Questions that were developed solely to address hotel and motel operations 
were adjusted to include the foodservice industry. The response section was rewritten to 
reflect a more proportional response scale, so as to negate disproportional positive 
response choices.
An ordinal scaled closed question response method was developed for the 
majority o f questions (Fowler, 1988). They were designed utilizing the "Attitude-Scaling 
Method" to determine respondents relative disposition regarding their work force and
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their perceptions o f hospitality education (Oppenheim, 1966, p. 121). A Likert style scale 
was then utilized with five equally balanced response items. This item pool had equal 
proportions o f  negative and positive items as recommended by Oppenheim (1966).
After the survey was developed, it was reviewed for content validity by several 
graduate faculty o f a well known hospitality program in the Southwest United States.
Following a final revision o f the instrument, the survey was sent to three 
hospitality managers in Mammoth Lakes for review, comments, and validation. The 
m anagers were concerned that hospitality would be the only curriculum offered in the 
forthcom ing community college. In actuality, the study was only addressing the main 
focus o f education within the community college. Therefore, it was determined that a 
sentence in the cover sheet o f the questionnaire should be included. This sentence stated 
that the community college would be offering other areas o f study besides the proposed 
hospitality curriculum.
Data Collection Procedures 
The researcher compiled a list o f  all foodservice operations, hotels, motels, and 
condominiums utilizing the local telephone book and by physically inspecting the 
community. A cover letter was then prepared and signed by the researcher. The 
researcher decided to drop o ff and pick up the survey personally, based on analyzing 
several different methods o f data collection. Fowler (1988, p. 68) listed several 
advantages and disadvantages for using this method:
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Dropping o ff (and later picking up) a questionnaire at a household has
advantages:
(1) The Interviewer can explain the study, answer questions, and designate a
household respondent.
(2) Response rates tend to be like those to personal interview studies (high).
(3) There is opportunity to give thoughtful answers, consult records or other
family members.
The disadvantages include the following:
(1) This procedure costs about as much as personal interviews.
(2) A  field staff is required (albeit perhaps a less thoroughly trained one that
would be needed for personal interviews).
Although the referenced study was addressed to households, the researcher 
perceived that its concept could be easily transferred to a business community survey.
All o f the characteristic advantages and disadvantages o f this type o f survey could be 
prevalent in a business setting, as well as a household setting. Also, the disadvantages 
w ere nullified by the researcher because he would be the primary field agent and costs 
were minimal. Another advantage to this type o f survey was the relative speed with 
which the studies could be picked up. Fowler reported that mail surveys often take as 
long as two months to complete (1988).
Between February 18th and February 26th, 1995, the survey instrument was 
administered in M ammoth Lakes. Each instrument was personally delivered to each 
hospitality operation in M ammoth Lakes. They were placed in the hands o f the owner or
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manager, or left with an employee with a request to deliver them to a manager or owner. 
It took three days to distribute the questionnaires. After the fourth day, the surveys were 
personally collected. In some instances, several return visits were required to collect the 
surveys. The entire collection process took five days.
Limitations
Several procedural problems m ight have arisen from the sampling techniques that 
were utilized. M ammoth Lakes was a small town, therefore a high response must have 
been attained to consider the study valid. Also, one limitation o f  the study might have 
been the physical presence o f the researcher during the distribution o f  the survey which 
m ight have altered respondents answers. The discussion o f  a forthcoming community 
college in Mammoth Lakes was a very hot topic within the community. Some 
individuals m ight have responded to the survey in a different m anner if they regarded the 
researcher as having been involved with the planned community college. I f  a respondent 
was a proponent o f developing a community college, they might have responded to the 
questions w ith some positive bias. I f  a respondent was opposed to the development o f a 
community college, they might have answered the questions with some negative bias. 
Another possible limitation o f the study, in some instances, m ight have been because the 
researcher had to make several follow-up attempts to retrieve the survey. This might 
have caused some respondents to answer the questions quickly, without fully 
understanding or considering their responses. The researcher was paid by the Kern
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County community college district for this study. Although it could be perceived that 
this m ight bias the study in some manner, it did not have that effect. The researcher has 
completed dozens o f  feasibility studies and understands the importance o f unbiased 
results for validity o f  findings and reputation o f  his work.
Questionnaire and Response Design 
The method o f  questioning and manner in which responses were recorded were 
completed in the following manner.
Research Question 1A
1. Respondents first read a brief paragraph which follows:
Assume that an individual has just completed a proposed Mammoth Lakes 
community college two year hospitality program. The curriculum would be 
oriented towards technical and managerial skills. It could include courses on: 
hospitality computer software, foodservice management, bar management, 
hotel/motel operations, front desk operations, food preparation, and customer 
service. This person would also have at least one semester o f an internship in a 
hotel, motel, condominium, or restaurant.
2. The respondent was then asked: For which functional areas or position(s) in 
your property would this individual be considered?
74
3. The m ethod to report a consideration for a particular area or position was to 
place an "X" in a box representing the method o f  compensation. The choices were 
hourly or salaried compensation. If  the individual marked both boxes, it was presumed 
that the position or area could either be salaried or hourly compensated.
4. A  list o f  positions or areas were then provided to the respondent with adjacent 
boxes representing the method of compensation. The results were then converted to a 
numeric value; an "X" in a box representing hourly compensation was converted to a 1; 
an "X" in a box representing salaried compensation was converted to a 2; and an "X" 
placed in both boxes was converted to a 3.
Research Question IB
Respondents were asked the question: W ould you be more inclined to hire an 
individual with this two year degree than someone without this degree, assuming that all 
o f  their other qualifications were identical?
The responses were based on a scale with two anchors. The first anchor had a 
value label o f  “No, I would not”, which represented a score o f 1. The second anchor had 
a value label o f  “Yes, I definitely would”, which represented a score o f 5. It could be 
assumed that any score above 1 would indicate to some degree o f an inclination to hire a 
graduate o f the proposed program over an individual without this degree.
Research Question 1C Part I
Respondents were then asked: W ould you be willing to pay them m ore money? 
Responses were based on a scale with two anchors. The first anchor had a value label o f 
“No, I would not”, which represented a score o f 1. The second anchor had a value label 
o f  “Yes, I definitely would”, which represented a score o f 5. It can be assumed that any 
score above 1 would indicate to some proportion an inclination to pay a graduate o f the 
proposed program more money than an individual without this degree.
Research Question 1C Part II
The second part o f question 1C, asked the respondents: I f  you would be willing to 
pay them more money, how much more stated as a percentage? This was an open ratio 
question with a relative anchor o f zero.
Research Question 2
Respondents were then asked the question: Has your company had difficulty in 
hiring qualified personnel for entry level or beginning positions in the past year? They 
were to respond to the question by circling a number from 1 to 5 on a scale. The scale 
had three anchors; number 1 was anchored with the statement “No difficulty”, number 3 
was anchored with the statement “Some difficulty”, and number 5 was anchored with the 
statement “High difficulty” . Numbers 2 and 4 had no anchors on the scale.
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Research Question 3
The following question was: Do you believe there is a shortage o f  trained 
hospitality personnel in M ammoth Lakes? They were to respond by circling a number 
from  1 to 5 on a scale. There were three anchors; number 1 was anchored with the 
statement “Shortage o f labor”, number 3 was anchored with the statement “ Some 
shortage”, and number 5 was anchored with the statement “No shortage o f  labor” .
Research Question 4
The final question respondents were asked was: In which functional areas in your 
organization do you have the most difficulty providing training or locating trained 
personnel? This question asked hospitality managers which positions or functional areas 
in their operation they had the most difficulty providing training or locating trained 
personnel. They were asked to respond by circling a number on a scale which 
represented the level o f difficulty providing training or locating trained personnel for that 
particular position or functional area. Each position or functional area was followed with 
a 5 point scale. The scale had three anchors; 1 was anchored with the statement “No 
difficulty”, 3 was anchored with the statement “Some difficulty”, and 5 was anchored 
with the statement “High difficulty” . Two and 4 had no anchors on the scale. 
Respondents also had the option o f circling N/A after the scale to represent an answer of 
not applicable.
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Statistical Analysis
Statistical analysis on the responses was done using the Statistical Package for 
Social Sciences (SPSS Release 6.0 for Windows) in the Hospitality Computer Lab at the 
University o f Nevada, Las Vegas, W illiam F. Harrah College o f  Hotel Administration.
There were three main categories o f questions on the survey instrument. The first 
type o f  question asked o f  the respondent was measured nominally. It queried the 
respondent as to which positions an individual might be considered for in their business. 
They checked their response by denoting whether the position would be hourly or salary 
compensated. These responses were analyzed through frequency percentages and modes.
The second category o f  questions were interval in nature. Although there were 
three variations to the item pool headings, they still represented balanced, Likert style or 
summated rating, scaled questions. Issac and Michael (1982, p. 142 ) defined Likert type 
or summated rating scales as:
These contain a set o f items, all o f which are considered approximately equal in 
attitude or value loading. The subject responds with varying degrees o f  intensity 
on a scale o f  ranging extremes...The scores o f the position responses for each o f 
the separate scales are summed, or summed and averaged, to yield an individuals 
attitude score.
The advantages to using this type o f  scaled question are that a greater variance can be 
obtained relative to other types o f scaled questions. Although this type o f scaled question
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results in interval data, the vulnerability to “biasing response sets” must be taken into 
consideration (Issac & Michael, 1982, p. 142 ). This bias can result from three primary 
rating errors or tendencies. These were defined as the over-rater error, the under-rater 
error, and the central tendency error (Issac & Michael, 1982, p. 86). These problems can 
occur when respondents have difficulty understanding the question or include personal 
bias into their responses. This can result in a scale which is perceived by the respondent 
as having an unbalanced item pool and thereby offsetting the equidistant space between 
responses. To reduce the probabilities o f  rating errors or tendencies, the researcher 
utilized questions which were simplistic and concise. Furthermore, the researcher 
attempted to develop item pool headings which were perceived by the respondents as 
being equidistant and having varying levels o f intensity. The responses from these 
questions will be analyzed through frequency percentages, means, and standard 
deviations.
The final category o f question was ratio scaled. It asked the respondent to state as 
a percentage, how much more they would pay a educated or vocationally trained 
employee versus an uneducated or non-vocationally trained one. Sekaran (1992, p. 163) 
stated that a "ratio scale not only measures the magnitude o f  the differences between 
points on the scale but also taps the proportions in the differences". This question will 
also be evaluated through frequency percentages, means, and standard deviations.
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Summary
In this chapter, the purpose o f the study, limitations, and research questions were 
reaffirmed. The type o f research and design, sample population, instrumentation, data 
collection procedures, and statistical analysis were presented. Chapter IV presents the 
data from the survey and the analysis based on the methods described in this chapter.
CHAPTER IV
ANALYSIS AND INTERPRETATION OF THE DATA
Introduction
This study was developed to determine the vocational, technical, and educational 
needs o f the M ammoth Lakes hospitality business community. Additionally, the survey 
sought to determine their perceptions of hospitality education. Furthermore, the study 
sought to evaluate the economic and demographic characteristics o f M ammoth Lakes in 
order to determine the areas prim ary economic resource.
The total population o f respondents for the study was 144. This consisted o f  64 
foodservice operations and 80 lodging operations. The cumulative returned 
questionnaire response rate was 93.05 percent (134 respondents). The foodservice area 
received a 98.44 response rate (63 respondents), while the lodging area received a 88.75 
percent response rate (71 respondents). The lodging response rate included 12 surveys 
which stated that the respondent did not hire any individuals and therefore could not 
complete the questions, making the number o f  useable returned surveys, 122. This 
resulted in a 92.42 percent usable response rate. A  summary o f  the response rates is 
summarized in table 17.
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Table 17
SUMM ARY OF RESPONSE RATES FROM THE LODGING AND 
FOODSERVICE AREAS ON THE INSTRUMENT
Area
Number o f 
Responses Population Percentage
Foodservice 63 64 98.44
Lodginga 71 80 88.75
Combined 134 144 93.05
Total Useable Responses 122 132 92.42
Note. “This data includes 12 properties which responded that they do not hire
individuals.
Economic and demographic analysis revealed that the hospitality industry was the 
prim ary economic resource in Mammoth Lakes. This Chapter will now evaluate the 
educational needs o f  the hospitality business community through the use o f information 
obtained from a survey encompassing several research questions. The responses to the 
questions with statistical tests are summarized in this chapter:
1 A. W hat functional areas or positions are available to graduates o f the proposed 
M amm oth Lakes Community College two year hospitality program? Also, what is the 
level o f  availability and method of compensation for these functional areas or positions?
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To answer each question one 1A, frequency counts, modes, and num ber o f 
observations are reported.
IB. W hat are the perceptions o f M ammoth Lakes Hospitality M anager's 
willingness to hire graduates from the proposed M ammoth Lakes two year hospitality 
program  relative to hiring an individual without this degree?
To answer the research question IB, frequency counts, frequency percentages, 
cumulative frequency percentages, means, standard deviations, and number o f 
observations are reported.
1C Part I. W hat level o f  willingness do hospitality managers in M ammoth Lakes 
have to pay graduates o f  the proposed M ammoth Lakes two year hospitality program 
more money relative to an individual without this degree?
To answer question 1C Part I, frequency counts, frequency percentages, 
cumulative frequency percentages, means, standard deviations, and number o f 
observations are reported.
1C Part II. I f  a hospitality manger is willing to pay a graduate o f the M ammoth 
Lakes more money that an individual without this degree, how much more stated as a 
percentage?
To answer question 1C Part II, means, standard deviations, and number o f 
observations are reported.
2. W hat level o f difficulty has hospitality managers in M ammoth Lakes had in 
hiring qualified personnel for entry level or beginning positions in the past year?
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To answer question two (2), frequency counts, frequency percentages, cumulative 
frequency percentages, means, standard deviations, and number o f observations are 
reported.
3. W hat are the perceptions o f  hospitality managers regarding the amount o f 
trained hospitality personnel in Mammoth Lakes?
To answer question three (3), frequency counts, frequency percentages, 
cumulative frequency percentages, means, standard deviations, and number of 
observations are reported.
4. W hich functional areas or positions do hospitality managers in M ammoth 
Lakes have the m ost difficulty providing training or locating trained personnel?
To answer each question four (4), frequency counts, frequency percentages, 
cumulative frequency percentages, means, standard deviations, and number o f 
observations are reported.
The subsequent section reveals the tables with the findings for each research 
question and sub-question. After each table, a brief explanation o f the findings will be 
provided.
Research Question 1A
W hat functional areas or positions are available to graduates of the proposed 
Mammoth Lakes Com m unity College two year hospitality program? Also, what is 
the level of availability and method of compensation for these functional areas or 
positions (see table 18)?
TABLE 18
FUNCTIONAL AREAS OR POSITIONS AVAILABLE FOR GRADUATES
OF THE PROPOSED HOSPITALITY PROGRAM
FUNCTIONAL AREA 
OR POSITION HOURLY
FREQUENCY
SALARIED BOTH MODE N
Hotel. Motel or 
Condominium 
Front Office 43 7 2 1 52
Housekeeping 38 1 3 1 42
Sales 8 . 6 0 1 14
Marketing 3 8 0 2 11
Accounting 9 11 0 2 20
Reservations 41 2 3 1 46
Engineering/Facilities 18 2 0 1 20
Assistant Manager 15 27 3 2 45
General Manager 3 21 1 2 25
Food and Beverage 
Bartender/Barback 28 0 0 1 28
Waiter 32 0 0 1 32
Busperson 35 0 0 1 35
Host 35 1 0 1 36
Assistant Floor Manager 19 9 0 1 28
Floor Manager 12 12 0 1 24
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TABLE 18 (continued)
FUNCTIONAL AREAS OR POSITIONS AVAILABLE FOR GRADUATES
OF THE PROPOSED HOSPITALITY PROGRAM
FUNCTIONAL AREA 
OR POSITION HOURLY
FREQUENCY
SALARIED BOTH MODE N
Chef 17 7 1 1 25
Cook/Prep/Line 51 2 1 1 54
Cleaning/Dishwasher 44 1 1 1 46
Kitchen Manager 16 11 3 1 30
Table 18 is a summary o f all the responses from question 1A.
The responses show that the majority o f  positions available to graduates o f the 
proposed M amm oth Lakes community college two year hospitality program are 
compensated hourly.
In the lodging industry, the front office area was selected 52 times from 59 
respondents. This represents the greatest area o f  consideration for positions o f  potential 
graduates. The responses from front office had a mode o f 1. Therefore, it seems apparent 
that the majority o f  responses selected this position as hourly compensated.
The Reservation area was chosen 46 times, representing the second m ost selected 
area from the lodging industry. Responses for the reservation area also had a mode o f 1. 
Therefore, the majority o f responses selected this position as hourly compensated.
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Assistant manager was selected 45 times, representing the third most chosen area 
from the lodging industry. Responses for assistant manager had a mode o f 2. The 
m ajority o f  the responses selected this position as salary compensated.
A t the other end o f  the scale was the area o f  marketing. The area o f marketing 
was only selected 11 times by 59 respondents. Responses from this area had mode o f  2. 
Therefore, based on the limited number o f responses that were evaluated, salaried 
compensation would be the main method o f compensation.
The second section o f responses was from the food and beverage area. Fifty four 
out o f  63 respondents stated they would consider a graduate from the proposed 
M amm oth Lakes community college two year hospitality program for a position in the 
area o f  cook/prep/line. The responses for this position had a mode o f  1. Therefore, the 
majority o f food and beverage managers stated that this position would be hourly 
compensated.
Interestingly enough, the second most chosen area from the food and beverage 
industry was cleaning/dishwasher. Forty six o f 63 respondents stated that graduates from 
the proposed program would be considered for positions in the area o f 
cleaning/dishwashing. The responses for this position had a mode o f 1. Consequently, 
the majority o f  food and beverage managers stated that this position would be hourly 
compensated.
The third most frequently chosen position was position o f host. This position was 
chosen 36 times out o f  63 respondents The mode o f responses for this position was 1.
The majority o f respondents stated that method o f compensation would be hourly.
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Floor m anager was chosen the least by the food and beverage managers. Twenty 
four o f 63 respondents stated they would consider graduates o f  the program for position 
o f  floor manager. The mode for compensation o f this position was 1. Based on the 
frequency however, managers were evenly split between hourly and salaried methods o f 
compensation for floor managers.
The second least chosen position or area was chef. This position received 25 
responses and had a m ode o f  1 relating to method o f compensation. Therefore the 
m ajority o f food and beverage managers believed that this position would be hourly 
compensated.
The findings indicate several areas or positions hospitality managers would 
consider hiring graduates o f  the proposed program for. Many o f  the positions or areas 
chosen the most, such as front office, reservations, assistant manager, cook/prep/line are 
typically major courses or components o f a curriculum in a two year hospitality program.
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Research question IB 
W hat are the perceptions of M ammoth Lakes Hospitality M anager's 
willingness to hire graduates from the proposed M ammoth Lakes two year 
hospitality program relative to hiring an individual without this degree (see table 
19)?
TABLE 19
PERCEPTIONS OF M AM M OTH LAKES HOSPITALITY MANAGER'S 
W ILLINGNESS TO HIRE GRADUATES FROM  THE PROPOSED 
PROGRAM  COM PARED TO AN INDIVIDUAL W ITHOUT THIS 
DEGREE
Value Label Value Frequency Percentage
Cumulative
Percentage
No, I W ould Not 1.0 10 8.2 8.2
N o n e 2.0 9 7.4 15.6
N o n e 3.0 36 29.5 45.1
N o n e 4.0 28 23.0 68.1
Yes, I Definitely W ould 5.0 39 32.0 100.0
Note. m = 3.631: n =  122; s.d. = 1.234
Table 19 shows that hospitality managers had a mean score o f  m =3.631 (a rating 
o f  5 was the highest score on the scale) regarding their inclination to hire a graduate of 
the proposed program relative to an individual without this degree. Additionally, 84.4 
percent o f  the respondents indicated a score o f  3 to 5, with 5 being the highest score 
reported at 32 percent. Furthermore, 15.6 percent o f the respondents scored the question 
a 1 or a 2, w ith a 1 being the lowest at 8.2 percent.
The findings indicate that hospitality managers would be more inclined to hire 
graduates o f  the proposed programs rather than an individual without this degree. 
Additionally, the findings suggest that there is a small percentage o f  individuals (8.2 
percent) w ithin the hospitality community who do not relate education as a criteria for 
their hiring practices.
Research Question 1C Part I 
W h a t level o f willingness do hospitality  m anagers in M am m oth  Lakes have 
to pay g rad u a tes  of the  proposed M am m oth  Lakes two y ear hospita lity  p ro g ram  
m ore m oney rela tive to an individual w ithou t this degree (see tab le  20)?
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TABLE 20
HOSPITALITY MANAGER’S WILLINGNESS TO PAY GRADUATES OF
THE PROPOSED HOSPITALITY PROGRAM MORE MONEY
Value Label Value Frequency Percentage
Cumulative
Percentage
No, I W ould Not 1.0 14 11.6 11.6
N o n e 2.0 24 19.8 31.4
N o n e 3.0 44 36.4 67.8
N o n e 4.0 26 21.5 89.3
Yes, I Definitely W ould 5.0 13 10.7 100.0
Note, m = 3.0; n = 121; s.d. = 1.147
Table 20 represents hospitality managers willingness to pay graduates o f  the 
proposed program more money related to individuals w ithout this degree. Managers 
w ere to assume all other attributes o f  these two individuals were identical.
This table shows that the mean score from the responses on this question was m= 
3.0 (a rating o f  5 was the highest on the willingness scale). Additionally, 68.6 percent of 
the respondents indicated a score o f  3 to 5, with 3 being the highest score at 36.4 percent. 
M oreover, 3 1 . 4  percent o f  the respondents indicated a score o f  1 or 2. The lowest 
indicated score on the scale was a 5 with 10.7 percent o f the respondents.
It is perceived by the researcher that only a minority o f hospitality managers 
would not pay graduates o f the proposed program more money. The findings also 
suggest that the m ajority o f the respondents would, to some degree, pay a graduate o f the 
proposed program more money than an individual without this degree.
Research Question 1C Part II 
If  a hospita lity  m anger is willing to pay a g rad u a te  of the M am m oth  Lakes 
m ore money th a t  an  ind iv idual w ithout this degree, how m uch m ore sta ted  as a 
percen tage  (see tab le  21)?
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TABLE 21
RELATIVE AM OUNT HOSPITALITY MANAGER'S ARE W ILLIN G  TO PAY
GRADUATES OF THE PROPOSED HOSPITALITY PROGRAM
Value Frequency Percentage
Cumulative
Percentage
5.0 5 7.5 7.5
6.0 1 1.5 9.0
8.0 1 1.5 10.4
9.0 1 1.5 11.9
10.0 12 17.9 29.9
13.0 3 4.5 34.3
15.0 11 16.4 50.7
18.0 5 7.5 58.2
20.0 15 22.4 80.6
25.0 12 17.9 98.5
30.0 1 1.5 100.0
Note, m = 16.299; n = 67; s.d. = 6.408
Table 21 represents the respondents willingness to pay a graduate o f  the 
M ammoth Lakes more money than an individual without this degree based on a relative 
percentage. This was an open question resulting in ten qualitative responses by
respondents which could not be tabulated. These ten respondents stated that the amount 
they would pay would be based on the individual’s experience. One response was 
om itted from  the analysis. This was done because a 77 percent represented a highly 
unusual response. Therefore, a conservative measure o f  removing the response was 
appropriate. Respondents answered the question by placing a range o f  percentages such 
as 10-20 percent in the appropriate space. In these instances, the researcher averaged the 
response into a quantitative number. An example o f this would be an answer o f 10-20 
percent would be translated to a 15 percent response.
This table shows that 67 o f 122 respondents placed a percentage value on their 
willingness to pay the individual in question m ore money. I f  the ten qualitative 
responses and the omitted response were added to the response rate o f this question, it 
could be assumed that approximately 64 percent o f respondents to this question would 
pay a graduate o f  the proposed program more money than an individual without this 
degree. This information further supports the findings in research question 1C part I.
Additionally, Table 20 shows that 63 percent o f the respondents would pay a 
graduate o f  the proposed program an average o f  m= 16.299 percent more money than an 
individual w ithout this degree. Furthermore, 87 percent o f the respondents stated that 
they would pay between 10 percent and 25 percent more money. Fifteen individuals 
stated that they would be willing to pay 20 percent more to graduates o f the proposed 
program, and this represented the highest concentration o f responses.
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Research Question 2 
W hat level of difficulty has hospitality managers in M ammoth Lakes had in 
hiring qualified personnel for entry level or beginning positions in the past year (see 
table 22)?
TABLE 22
DIFFICU LTY HIRING QUALIFIED PERSONNEL FO R ENTRY LEVEL 
POSITIONS BY HOSPITALITY MANAGERS IN M AM M OTH
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 10 8.2 8.2
N o n e 2.0 9 7.3 15.5
Some Difficulty 3.0 36 29.5 45.0
N o n e 4.0 28 23.0 68.0
High Difficulty 5.0 39 32.0 100.0
Note, m = 3.631; n = 122; s.d. = 1.234
Research question 2 asked hospitality managers if they had any difficulty in 
hiring qualified personnel for entry level or beginning positions in the past year.
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Table 22 displays the results from research question 2. It shows that hospitality 
managers had a mean score o f  m =3.631 relative to their difficulty in hiring qualified 
personnel for entry or beginning positions in the past year (5 was the highest score on the 
scale). Results o f this question also show that 84.5 percent o f respondents selected a 
score o f  3 to 5, some difficulty to high difficulty. Additionally, the m ost selected score 
was a 5 chosen by 32 percent o f respondents. Fifteen and one half percent o f 
respondents selected a score o f either 1 or 2, no difficulty to very little difficulty (the 
assumption that a score o f 2 represents very little difficulty). Furthermore, all 122 
respondents answered this question and this represented 94 percent o f the entire 
hospitality business community.
The results suggest that 9 out o f 10 (91.8 percent) hospitality managers had at 
least a little difficulty hiring qualified personnel for entry or beginning level positions in 
the past year. Additionally, findings suggest the majority o f hospitality managers have 
had more than some difficulty in hiring qualified individuals for entry level or beginning 
positions.
Research Question 3
W hat are the perceptions of hospitality managers regarding the am ount of 
trained hospitality personnel in Mammoth Lakes (see table 23)?
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TABLE 23
PERCEPTIO N OF A  SHORTAGE OF TRAINED HOSPITALITY 
PERSONNEL IN MAMMOTH LAKES BY HOSPITALITY M ANAGERS
Value Label Value Frequency Percentage
Cumulative
Percentage
Shortage o f Labor 1.0 30 25.0 25.0
N o n e 2.0 25 20.8 45.8
Some Shortage 3.0 46 38.3 84.1
N o n e 4.0 12 10.0 94.1
No Shortage o f  Labor 5.0 7 5.8 99.9
Note, m = 2.508; n =  120; s.d. = 1.145
Research question 3 (see table 23) asked hospitality managers their perception o f 
the shortage o f  trained hospitality personnel in Mammoth Lakes.
Table 23 reveals that hospitality managers had a mean perception o f the shortage 
o f trained hospitality personnel o f m = 2.508 (1 represented a shortage o f labor). Also, 
results showed that 84.1 percent o f respondents perceived that there was at least some 
shortage o f  labor (scores o f 1 to 3). Additionally, 15.8 percent o f respondents scored the 
question from  4 to 5, little shortage to no shortage o f  labor (a score o f  4 was assumed to 
intend a perception o f  a little shortage o f labor). The score o f 5 was the least selected at 
5.8 percent and the highest selected score was 3 at 38.3 percent.
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Findings indicate the majority o f respondents believe there is at least some 
shortage o f trained hospitality personnel in Mammoth Lakes. Furthermore, only a small 
percentage o f respondents believe there is no shortage o f trained hospitality personnel in 
M amm oth Lakes. These findings suggest that the hospitality business community in 
M amm oth Lakes perceives that there is at least some shortage o f trained hospitality 
personnel. Therefore, the researcher perceives that there is a need for trained hospitality 
personnel in Mammoth.
Research Question 4 
W hich  functional areas o r positions do hospitality  m anagers in M am m oth  
L akes have the  m ost difficulty  p rovid ing  tra in in g  o r locating tra ined  personnel (see 
tab le  24)?
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TABLE 24
POSITIONS HOSPITALITY M ANAGERS HAVE THE M OST DIFFICULTY 
PROVIDING TRAINING OR LOCATING TRAINED PERSONNEL
FUNCTIONAL AREA
OR POSITION M EAN S.D. N
Hotel. M otel or Condominium
Front Office 2.920 1.000 51
Housekeeping 2.580 1.350 53
Sales 2.800 1.470 15
M ark e tin g  3.310 1.490 16
Accounting 2.550 1.360 20
Reservations 2.950 0.990 44
E ngineering/Facilities 3.310 1.160 26
A ssistan t M an ag er 3.400 1.040 47
G eneral M an ag er 3.160 1.570 19
Food and Beverage
Bartender/Barback 2.460 1.320 28
W aiter 2.510 1.120 35
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TABLE 24 (continued)
POSITIONS HOSPITALITY MANAGERS HAVE T E E  M OST DIFFICULTY 
PROVIDING TRAINING OR LOCATING TRAINED PERSONNEL
FUNCTIONAL AREA 
OR POSITION MEAN S.D. N
Busperson 2.080 0.980 39
Host 2.730 1.130 33
A ssistan t F loor M anager 3.350 1.130 26
F loor M anager 3.410 1.220 27
Chef 3.210 1.360 33
Cook/Prep/Line 2.850 1.250 54
Cleaning/Dishwasher 1.700 1.020 47
K itchen  M anager 3.600 1.350 30
Table 24 is a summary o f responses from research question 4 (tables 25 to 43). 
The researcher perceived that a non retort on any scale was intended to be a response o f 
not applicable. Furthermore, the response area for the question was divided into a hotel, 
motel or condominium section and a food and beverage section.
In the hotel, motel, or condominium sector, the position o f  assistant manager had 
the highest mean (m = 3.40) relating to difficulty o f providing training or locating trained 
personnel. The functional areas o f marketing and engineering/facilities tied with a mean
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o f m=3.31. The position o f general manager scored a mean of m-=3.160 which 
represented the fourth highest mean score in the area o f  hotel, motel or condominiums. 
The lowest mean (m = 2.550) score in the hotel, motel or condominium sector was for 
the functional area o f  accounting. The functional area o f  housekeeping had the second 
lowest mean score at m=2.580. The third lowest mean score in this sector was from the 
functional area o f sales which had a mean score o f m=2.800.
In the food and beverage section, the position o f  kitchen manager had the highest 
mean relating to difficulty o f providing training or locating trained personnel with a 
score o f m=3.6 (a score o f 5 was the highest on the scale). The position o f floor manager 
had the second highest mean score in the area o f  food and beverage at m=3.41. It was 
followed by the position o f assistant floor manager w ith a mean score o f m=3.350. The 
lowest mean score related to the area o f  food and beverage was the functional area o f 
cleaning/dishwasher at m =l .7. Additionally, the second lowest mean score in the area o f 
food and beverage was position o f busperson at m=2.080.
The summary o f results displayed in table 24 show that there are several positions 
that hospitality managers have difficulty providing training or locating trained personnel. 
In the lodging area o f  hotels, motels, or condominiums, results suggest that managers are 
having most difficulty with the functional areas or positions o f assistant manager, 
marketing, and engineering/facilities. Also, general manager had a mean score o f m =
3.160, which would represent a score above the some difficulty level. These four 
functional areas or positions could then be further evaluated for their applicability in 
vocational or managerial training courses.
In the food and beverage sector, results suggest that there are also three positions 
that hospitality managers are having difficulty training or locating trained personnel. 
These positions are: kitchen manager, floor manager, and assistant floor manager. All of 
these positions are managerial in nature and have mean scores well above the some 
difficulty level. The position o f chef also had a mean score above the some difficulty 
level (m = 3.210) and would represent a managerial position. Subsequent tables are a 
detailed analysis o f  each position and functional area from question 4.
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Table 25 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the position o f front office clerk o f 
m = 2.922 (a rating o f  5 was the highest on the scale). Additionally, 70.6 percent o f  the 
respondents scored this position a 3 to 5, some difficulty to high difficulty. Furthermore,
28.4 o f  the respondents scored this position a 1 or 2, no difficulty to a little difficulty (a 
score o f  2 was interpreted by the researcher as a little difficulty). The most frequently 
chosen response was some difficulty at 43.1 percent o f the 51 respondents.
TA BLE 25
DIFFICU LTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF FRONT OFFICE CLERK
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 5 9.8 9.8
N o n e 2.0 10 19.6 29.4
Some Difficulty 3.0 22 43.1 72.5
N o n e 4.0 12 23.5 96.0
High Difficulty 5.0 2 4.0 100.0
Note, m = 2.922; n = 51; s.d. = .4
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Table 26 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the functional area o f housekeeping 
o f  m = 2.585. (a rating o f 5 was the highest on the scale). In addition, 54.7 percent o f 
respondents scored this position a 3 to 5, some difficulty to high difficulty. Furthermore, 
45.3 percent o f the respondents scored this position a 1 or 2, no difficulty to a little 
difficulty (a score o f  2 was interpreted by the researcher as a little difficulty). The most 
frequently chosen response was no difficulty at 32.1 percent o f 53 respondents.
TABLE 26
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE FUNCTIONAL AREA OF HOUSEKEEPING
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 17 32.1 32.1
N o n e 2.0 7 13.2 45.3
Some Difficulty 3.0 15 28.3 73.6
N o n e 4.0 9 17.0 90.6
High Difficulty 5.0 5 9.4 100.0
Note, m = 2.585; n = 53; s.d. = 1.351
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Table 27 shows that hospitality managers had a mean score relating to difficulty 
o f providing training or locating trained personnel in the functional area o f  sales o f  m = 
2.800. Also, 53.3 percent o f respondents scored this position a 3 to 5, some difficulty to 
high difficulty. Furthermore, 46.7 percent o f respondents scored this position a 1 or 2, no 
difficulty to a little difficulty (a score o f  2 was interpreted by the researcher as a little 
difficulty). The m ost frequently chosen response was a tie between no difficulty and 
difficulty (a score o f  4 was interpreted as meaning difficulty) at 26.7 percent o f  the 15 
respondents.
TABLE 27
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE FUNCTIONAL AREA OF SALES
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 4 26.7 26.7
N o n e 2.0 3 20.0 46.7
Some Difficulty 3.0 2 13.3 60.0
N o n e 4.0 4 26.7 86.7
High Difficulty 5.0 2 13.3 100.0
Note, m - 2.8; n = 15; s.d. = 1.474
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Table 28 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the functional area o f  m arketing o f 
m = 3.313. Additionally, 53.3 percent o f  respondents scored this position a 3 to 5, some 
difficulty to high difficulty. Moreover, 46.7 percent o f  respondents scored this position a 
1 or 2, no difficulty to a little difficulty (a score o f 2 was interpreted by the researcher as 
a little difficulty). The most chosen response was difficulty (a score o f 4 was interpreted 
as meaning difficulty) at 31.3 percent o f the 16 respondents.
TABLE 28
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE FUNCTIONAL AREA OF M ARKETING
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 3 18.7 18.7
N o n e 2.0 2 12.5 31.2
Some Difficulty 3.0 2 12.5 43.7
N o n e 4.0 5 31.3 75.0
High Difficulty 5.0 4 25.0 100.0
Note, m - 3.313; n = 16; s.d. = 1.493
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Table 29 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the functional area o f  accounting o f 
m =  2.550. Additionally, respondents were equally divided between scores o f 3 to 5 and 
scores o f 1 and 2. The m ost frequently chosen response was no difficulty at 30 percent 
o f  the 20 respondents.
TABLE 29
DIFFICU LTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE FUNCTIONAL AREA OF ACCOUNTING
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1 ° 6 30.0 30.0
N o n e 2.0 4 20.0 50.0
Some Difficulty 3.0 5 25.0 75.0
N o n e 4.0 3 15.0 90.0
High Difficulty 5.0 2 10.0 100.0
Note, m = 2.550; n =  20; s.d. = 1.356
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Table 30 reveals that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the functional area o f reservations 
o f m = 2.955. Additionally, 75 percent o f respondents scored this position a 3 to 5, some 
difficulty to high difficulty. Furthermore, 25 percent o f  respondents scored this position a 
1 or 2, no difficulty to a little difficulty (a score o f 2 was interpreted by the researcher as 
a little difficulty). The m ost frequently chosen response was difficulty (a score o f  4 was 
interpreted as meaning difficulty) at 52.3 percent o f  the 44 respondents.
TABLE 30
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE FUNCTIONAL AREA OF RESERVATIONS
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 4 9.1 9.1
N o n e 2.0 7 15.9 25.0
Some Difficulty 3.0 23 52.3 77.3
N o n e 4.0 7 15.9 93.2
High Difficulty 5.0 3 6.8 100.0
Note, m = 2.955; n = 44; s.d. = ..987
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Table 31 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the functional area o f  m arketing o f 
m = 3.308. Additionally, 77 percent o f respondents scored this position a 3 to 5, some 
difficulty to high difficulty. Moreover, 23 percent o f respondents scored this position a 1 
or 2, no difficulty to a little difficulty (a score o f  2 was interpreted by the researcher as a 
little difficulty). The m ost frequently chosen response was some difficulty at 42.3 
percent o f the 26 respondents.
TABLE 31
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE FUNCTIONAL AREA OF ENGINEERING
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 1 3.8 3.8
N o n e 2.0 5 19.2 23.0
Some Difficulty 3.0 11 42.3 65.3
N o n e 4.0 3 11.5 76.8
High Difficulty 5.0 6 23.2 100.0
Note, m = 3.308; n = 26; s.d. = .227
109
Table 32 indicates that hospitality managers had a mean score relating to 
difficulty o f  providing training or locating trained personnel in the position o f assistant 
manager o f m = 3.404. Additionally, 83.1 percent o f respondents scored this position a 3 
to 5, some difficulty to high difficulty. Furthermore, 14.9 percent o f respondents scored 
this position a 1 or 2, no difficulty to a little difficulty (a score o f 2 was interpreted by the 
researcher as a little difficulty). The most frequently chosen response was some 
difficulty at 42.6 percent o f  the 47 respondents.
TABLE 32
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF ASSISTANT M ANAGER1
Value Label Value Frequency Percentage
Cumulative
Percentage
N o Difficulty 1.0 2 4.3 4.3
N o n e 2.0 5 10.6 14.9
Some Difficulty 3.0 20 42.6 57.5
N o n e 4.0 12 25.5 83.0
High Difficulty 5.0 8 17.0 100.0
Note, m = 3.404; n = 47; s.d. = 1.035, 
Lodging operation
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Table 33 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the position o f  general m anager o f 
m = 3.158. Additionally, 52.7 percent o f respondents scored this position a 3 to 5, some 
difficulty to high difficulty. Moreover, 47.3 percent o f  respondents scored this position a 
1 or 2, no difficulty to a little difficulty (a score o f 2 was interpreted by the researcher as 
a little difficulty). The most frequently chosen response was a tie between little difficulty 
and high difficulty at 31.6 percent o f the 19 respondents (a score o f  2 was interpreted by 
the researcher as a little difficulty) .
TA BLE 33
DIFFICU LTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF GENERAL M ANAGER1
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 3 15.7 15.7
N o n e 2.0 6 31.6 47.3
Some Difficulty 3.0 1 5.3 52.6
N o n e 4.0 3 15.8 68.4
High Difficulty 5.0 6 31.6 100.0
Note, m = 3.158; n = 19; s.d. = 1.573 
* Lodging operation
I l l
Table 34 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the position o f  bartendenfoarback o f 
m = 2. In addition, 46.5 percent o f respondents scored this position a 3 to 5, some 
difficulty to high difficulty. Furthermore, 53.5 percent o f respondents scored this position 
a 1 or 2, no difficulty to a little difficulty (a score o f 2 was interpreted by the researcher 
as a little difficulty). The most frequently chosen response was a tie between little 
difficulty and some difficulty at 21.4 percent o f the 28 respondents (a score o f 2 was 
interpreted by the researcher as a little difficulty) .
TABLE 34
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF BARTENDER/BARBACK
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 9 32.1 32.1
N o n e 2.0 6 21.4 53.5
Some Difficulty 3.0 6 21.4 74.9
N o n e 4.0 5 17.9 92.8
High Difficulty 5.0 2 7.2 100.0
Note, m = 2.464; n = 28; s.d. = 1.319
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Table 35 shows that hospitality managers had a mean score relating to difficulty o f 
providing training or locating trained personnel in the position o f waiter o f  m = 2. Also, 
54.2 percent o f respondents scored this position a 3 to 5, some difficulty to high 
difficulty. M oreover, 45.8 percent o f respondents scored this position a 1 or 2, no 
difficulty to a little difficulty (a score o f  2 was interpreted by the researcher as a little 
difficulty). The m ost frequently chosen responses were a tie between no difficulty and a 
little difficulty at 22.9 percent o f  35 respondents (a score o f 2 was interpreted by the 
researcher as a little difficulty) .
TABLE 35
D IFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF W AITER
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 8 22.9 22.9
N o n e 2.0 8 22.9 45.8
Some Difficulty 3.0 14 39.9 85.7
N o n e 4.0 3 8.6 94.3
High Difficulty 5.0 2 5.7 100.0
Note, m = 2.514; n = 35; s.d. = 1.121
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Table 36 make clear that hospitality managers had a mean score relating to 
difficulty o f providing training or locating trained personnel in the position o f  busperson 
o f m = 2.077. In addition, 35.9 percent o f respondents scored this position a 3 to 5, some 
difficulty to high difficulty. Moreover, 64.1 percent o f  respondents scored this position a 
1 or 2, no difficulty to a little difficulty (a score o f 2 was interpreted by the researcher as 
a little difficulty). The most frequently chosen response was no difficulty at 35.9 percent 
o f the 39 respondents.
TABLE 36
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF BUSPERSON
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 14 35.9 35.9
N o n e 2.0 11 28.2 64.1
Some Difficulty 3.0 11 28.2 92.3
N o n e 4.0 3 7.7 100.0
High Difficulty 5.0 0 0.0 100.0
Note, m = 2.077; n = 39; s.d. = .984
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Table 37 displays that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the position o f host o f  m = 2. 
Additionally, 57.6 percent o f respondents scored this position a 3 to 5, some difficulty to 
high difficulty. Furthermore, 42.4 percent o f respondents scored this position a 1 or 2, no 
difficulty to a little difficulty (a score o f 2 was interpreted by the researcher as a little 
difficulty). The most frequently chosen response was some difficulty at 33.3 percent o f 
the 33 respondents.
TABLE 37
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF HOST
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 5 15.2 15.2
N o n e 2.0 9 27.2 42.4
Some Difficulty 3.0 11 33.3 75.7
N o n e 4.0 6 18.2 93.9
High Difficulty 5.0 2 6.1 100.0
Note, m = 2.727; n = 33; s.d. = 1.126
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Table 38 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the position o f host o f m = 3. Also,
88.5 percent o f respondents scored this position a 3 to 5, some difficulty to high 
difficulty. In addition, 11.5 percent o f  respondents scored this position a 1 or 2, no 
difficulty to a little difficulty (a score o f 2 was interpreted by the researcher as a little 
difficulty). The most frequently chosen response was some difficulty at 46..2 percent o f 
the 26 respondents.
TABLE 38
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF ASST. FLOOR M ANAGER
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 3 11.5 11.5
N o n e 2.0 0 0.0 11.5
Some Difficulty 3.0 12 46.2 57.7
N o n e 4.0 7 26.9 84.6
High Difficulty 5.0 4 15.4 100.0
Note, m = 3.346; n = 26; s.d. = 1.129
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Table 39 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the position o f  floor manager o f m 
= 3.407 (a rating o f 5 was the highest on the scale). Additionally, 81.5 percent o f  
respondents scored this position a 3 to 5, some difficulty to high difficulty. Furthermore,
18.5 percent o f  respondents scored this position a 1 or 2, no difficulty to a little difficulty 
(a score o f 2 was interpreted by the researcher as a little difficulty). The m ost frequently 
chosen response was difficulty at 33.3 percent o f  the 27 respondents (score o f 4 was 
interpreted by the researcher as difficulty).
TABLE 39
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF FLOOR M ANAGER1
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 3 11.1 11.1
N o n e 2.0 2 7.4 18.5
Some Difficulty 3.0 8 29.6 48.1
N o n e 4.0 9 33.3 81.4
High Difficulty 5.0 5 18.6 100.0
Note, m = 3.407; n = 27; s.d. = 1.217 
'Foodservice operations
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Table 40 shows that hospitality managers had a mean score relating to difficulty 
o f providing training or locating trained personnel in the position o f chef o f m = 3. In 
addition, 72.7 percent o f  respondents scored this position a 3 to 5, some difficulty to high 
difficulty. Moreover, 27.3 percent o f respondents scored this position a 1 or 2, no 
difficulty to a little difficulty (a score o f 2 was interpreted by the researcher as a little 
difficulty). The m ost frequently chosen response was difficulty at 30.3 percent o f  the 33 
respondents (score o f  4 was interpreted by the researcher as difficulty).
TABLE 40
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF CHEF
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 6 18.2 18.2
N o n e 2.0 3 9.1 27.3
Some Difficulty 3.0 8 24.2 51.5
N o n e 4.0 10 30.3 81.8
High Difficulty 5.0 6 18.2 100.0
Note, m = 3.212; n = 33; s.d. = 1.364
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Table 41 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the position o f  cook/prep/line o f  m 
= 2.852. Also, 55.6 percent o f respondents scored this position a 3 to 5, some difficulty 
to high difficulty. Furthermore, 44.4 percent o f respondents scored this position a 1 or 2, 
no difficulty to a little difficulty (a score o f 2 was interpreted by the researcher as a little 
difficulty). The most frequently chosen response was difficulty at 29.6 percent o f  the 54 
respondents (score o f 4 was interpreted by the researcher as difficulty).
T A B L E 41
DIFFICULTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF COOK/PREP/LINE
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 8 14.8 14.8
N o n e 2.0 16 29.6 44.4
Some Difficulty 3.0 12 22.2 66.6
N o n e 4.0 12 22.2 88.8
High Difficulty 5.0 6 11.2 100.0
Note, m = 2.852; n = 54; s.d. = 1.250
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Table 42 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the position o f cleaning/dishwasher 
o f  m = 1.702. Additionally, 14.9 percent o f  respondents scored this position a 3 to 5, 
some difficulty to high difficulty. Moreover, 85,1 percent o f  respondents scored this 
position a 1 or 2, no difficulty to a little difficulty (a score o f 2 was interpreted by the 
researcher as a little difficulty). The most frequently chosen response was no difficulty 
at 55.3 percent o f the 47 respondents (score o f 4 was interpreted by the researcher as 
difficulty).
TA BLE 42
DIFFICU LTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF CLEANING/DISHW ASHER
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 26 55.3 55.3
N o n e 2.0 14 29.8 85.1
Some Difficulty 3.0 4 8.5 93.6
N o n e 4.0 1 2.1 95.7
High Difficulty 5.0 2 4.3 100.0
Note, m = 1.702; n = 47; s.d. = 1.020
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Table 43 shows that hospitality managers had a mean score relating to difficulty 
o f  providing training or locating trained personnel in the position o f kitchen manager o f 
m = 3.6. Additionally, 80 percent o f respondents scored this position a 3 to 5, some 
difficulty to high difficulty. Furthermore, 20 percent o f respondents scored this position a 
1 or 2, no difficulty to a little difficulty (a score o f 2 was interpreted by the researcher as 
a little difficulty). The most frequently chosen response was difficulty at 33.3 percent o f 
the 30 respondents (score o f 4 was interpreted by the researcher as difficulty).
TA BLE 43
DIFFICU LTY PROVIDING TRAINING OR LOCATING TRAINED 
PERSONNEL RELATIVE TO THE POSITION OF KITCHEN M ANAGER
Value Label Value Frequency Percentage
Cumulative
Percentage
No Difficulty 1.0 4 13.3 13.3
N o n e 2.0 2 6.7 20.0
Some Difficulty 3.0 5 16.7 36.7
N o n e 4.0 10 33.3 70.0
High Difficulty 5.0 9 30.0 100.0
Note, m = 3.6; n = 30; s.d. = 1.354
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Other Responses
Research questions 1A and 4 allowed respondents to write in other positions or 
functional areas that concerned them. Only three respondents chose to fill in this option. 
Two food and beverage managers wrote on research question 1A that they would 
consider hiring a graduate o f the proposed program in the position o f cashier. A  lodging 
m anager w rote on question 1A that they would consider hiring someone for the position 
o f  maintenance. The researcher believed that this respondent did not correlate this 
response sim ilar to an engineering/facilities functional area. Because o f  the limited 
responses in the other category on research questions 1A and 4, this information was not 
included in the data analysis.
CHAPTER V 
IMPLICATIONS, AND RECOMMENDATIONS 
Introduction
The purpose o f this research was to assess the educational, technical, and 
managerial human resource needs o f  the primary economic business activity in 
M ammoth Lakes. Additionally, the study addressed the perceptions and attitudes o f 
managers regarding education within the primary business activity in M amm oth Lakes, 
California. Furthermore, the study sought to address the economic and demographic 
characteristics o f  the area.
A  descriptive method to analyze data was chosen for the study. Also, the study 
was developed to collect data on a formal and informal basis. Information was gathered 
on the economic and demographic characteristics o f  M ammoth Lakes. Additionally, 
empirical data was collected to measure the primary business m anager’s perceptions o f 
their labor force and attitudes regarding education.
The instrument which was utilized to collect formal data was developed by 
combining two sim ilar instruments. Both instruments had previously been used to 
determine potential utilization o f a two-year hospitality program by hospitality managers 
within a local community. The instrument in the current study reflected attributes o f 
both surveys. Questions were adjusted to address both the lodging and the foodservice 
industry. Additionally, the new instrument utilized a five point proportional
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response scale on the majority o f questions. The results o f  the instrument were analyzed 
using frequencies, standard deviations, means, and modes.
There were 144 hospitality operations in M ammoth Lakes, consisting o f 64 
foodservice operations and 80 lodging operations. The cumulative returned 
questionnaire response rate was 93.05 percent. The foodservice area received a 98.44 
response rate, while the lodging area received a 88.75 percent response rate. The lodging 
response rate included 12 surveys which stated that the respondent did not hire any 
individuals and therefore could not complete the questions, making the number o f 
useable returned surveys, 122. This resulted in a 92.42 percent usable response rate.
Review o f Key Findings 
In examining economic and demographic characteristics o f M ammoth Lakes, it 
was apparent that the primary business activity was hospitality. This finding enabled the 
researcher to develop a survey instrument which addressed both lodging and foodservice 
m anagers’ educational, technical, and managerial needs. The instrument provided a 
wealth o f information.
First, if  the proposed Mammoth Lakes community college two year hospitality 
program is developed, it seems that there will be a number o f positions available to 
graduates. The highest consideration for positions in the lodging area were front office, 
reservations, and assistant manager. The highest consideration for positions in the 
foodservice area were cook/prep/line, cleaning/dishwasher, and host. Although the latter
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two positions do not typically represent areas in which hospitality programs directly 
address in their curriculum, they do represent major areas o f need within the foodservice 
industry. Furthermore, these considerations could be indicators o f problems in other 
managerial areas.
Second, M ammoth Lakes hospitality managers seemed willing to hire a graduate 
o f the proposed program over an individual without this degree. The mean for this 
question was m = 3.631 on the five point scale (a score of 5 represented that the 
respondent definitely would hire the graduate and a score o f 1 represented that they 
would not hire the graduate relative to an individual without the degree).
Third, it appeared that hospitality managers were willing to pay graduates o f the 
proposed program more money than an individual without this degree. Results o f  this 
question had a mean o f m = 3.0 on the five point scale (a score o f 5 represented that the 
respondent would definitely pay more money and a score o f 1 represented that they 
would not relative to an individual without the degree).
The two extreme scores on the scale, the 1 and 5, were the least chosen on this 
question. The researcher believes this is based on two separate circumstances. The score 
o f 5 was chosen the least because o f the exactness and finality o f the question. The 
statement, “Yes, I definitely would” represents an response which has no room for the 
respondent to question their willingness to pay a graduate o f  the proposed program more 
money than an individual without this degree. Because this question was hypothetical, 
and the hospitality business community had no tangible evidence o f the benefit o f  hiring
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a graduate o f  the proposed program, it was difficult for them to answer in a definite 
positive response.
The statement, “No, I would not” also represents an exact and final response. It is 
possible that an individual answering the question with a score o f  1 perceived no 
monetary benefit by hiring an individual with a two-year degree from the proposed 
program. Fourteen individuals answered the question with a response o f  1. On several 
occasions, the researcher noticed this response and asked the respondent why they had 
scored this question a 1. The majority o f  the individuals stated that they believed that 
work experience superseded educational experience as qualifications for hiring 
individuals. Also, some o f these respondents stated they believed that a hospitality 
degreed individual could pose some problems as an employee. One individual stated that 
their experience with degreed individuals in general was that they were more demanding 
in remuneration and less eager to perform rudimentary tasks associated with entry level 
positions. This statem ent’s concept was shared with several other respondents. Another 
individual stated that they wanted to train their employees themselves, and education 
could detract potential employees from these procedures. This concept was also shared 
by a few other respondents who scored the question a 1. With this in mind, the findings 
indicate a generally positive response. Furthermore, it seems that 64 percent o f the 
managers surveyed are willing to pay these graduates an average o f 16 percent more than 
an individual without this degree.
Fourth, it appeared that hospitality managers in M ammoth Lakes have had 
difficulty in hiring qualified personnel for entry level positions in the past year. This
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finding was based on a mean score o f m = 3.631 from this five point scaled question. A 
score o f 1 represented a response o f no difficulty and a score o f 5 represented a response 
o f  high difficulty on the scale.
Fifth, based on results o f the instrument, it seemed that hospitality managers in 
M amm oth Lakes perceived that there was some shortage o f trained hospitality personnel 
in their community. The managers scored this question with a mean o f  m = 2.508. A 
score o f  1 represented a response o f shortage o f labor whereas a score o f  5 represented a 
response o f no shortage o f labor.
Finally, it appeared that there were several functional areas and positions that 
hospitality managers are having difficulty providing training or locating trained 
personnel. In the area o f  lodging, these positions or functional areas were assistant 
manager, engineering/facilities, marketing, and general manager. In the area o f  
foodservice, the positions that hospitality managers were having difficulty providing 
training or locating trained personnel were kitchen manager, assistant floor manager, 
floor manager, and c h e f . All o f theses functional areas or positions had a mean score 
above m = 3.0 on the five point scale. A score o f 1 represented a response o f no difficulty 
and a score o f 5 represented a response o f  high difficulty on the scale.
Discussion
M any business leaders and scholars in community college education agree that 
business and colleges should work together towards a common goal o f economic 
development. Anderson (1988), stated:
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Business should do whatever it can to create a healthy economic and social 
climate in all the communities where it is present. I believe that the single most 
important element o f that effort is education... I am absolutely convinced that, 
w orking with local chambers, community colleges can create a network o f 
partnerships that will help us meet our mutual challenges, (p. 82)
Also, Cohen and Brawer (1989), stated:
...other writers in education, and certainly the majority o f those who comment on 
the role o f the community colleges, suggest that education is an essential 
expenditure for economic growth and not merely a nonproductive sector o f the 
economy, a form o f consumption, (p. 218)
Furthermore, the authors contended: “Career education will remain prominent; there can 
be no reversing the perception that one o f the colleges’ prime functions is to train 
workers, and ample funds are available to support this function” (Cohen and Brawer,
1989, p. 377).
These findings in the study mandated that an educational needs assessment o f a 
community m ust begin with evaluation o f its business community. The current study 
found that the primary business activity in M ammoth Lakes was in the area o f 
hospitality. Furthermore, This study appears to demonstrate a need for hospitality 
education and training.
Subsequent sections o f this chapter address the conclusions, implications, and 
recommendations for further research.
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Conclusions
A t the time o f this study, the community had 64 restaurants, 80 lodging 
operations, and one o f the nation’s largest ski resorts. Additionally, the m ajority o f the 
tow n’s residents worked in the hospitality industry. The study found that a large 
percentage o f hospitality m anagement would hire graduates o f  the proposed program 
over individuals without this degree. They would also be willing to pay them a more 
money. Furthermore, the study suggests that hospitality managers have difficulty hiring 
and training individuals in several functional areas and positions. M oreover, they 
perceive that there a shortage o f  hospitality trained labor in M amm oth Lakes.
These results conclude that there is a prevalent educational, technical, and 
m anagerial need by the primary business activity in M ammoth Lakes. It is therefore 
concluded by the researcher, that proactive steps should be taken in the area o f  hospitality 
education to serve and address these needs. Furthermore, the researcher believes that a 
curriculum emphasizing hospitality education in the developing M ammoth Lakes 
community college could address and serve these needs.
Implications o f the Study
This study has shown that the majority o f hospitality operations in Mammoth 
Lakes would support and have a need for graduates o f the proposed community college 
two year program. Information provided in this study should allow the M ammoth Lakes 
Foundation, the Kern County community college system and other curricular developing
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entities to understand the implications o f educational involvement in economic 
development. This study should also create further investigation into curricular 
developm ent o f  a hospitality program in M ammoth Lakes.
Other recommendations for administrators and developers o f the forthcoming 
community college are as follows:
1. Although development o f a hospitality program should be an integral part o f 
the comm unity college, it should by no means be the only focused degree offered. This 
study was narrow in scope and only addressed the primary business activity. Secondary 
areas should be pursued and developed to m eet other needs o f the community. 
Furthermore, the community college should pursue the development o f core courses 
which are intrinsic components o f general education. Campbell (1987, p. 73) stated:
The community college must reexamine the two-year time frame for the 
occupational degree in light o f the student’s needs, general education demands, 
and increased occupational needs due to advancing technology.
If  community college educators take seriously the need for general 
education in occupational curricula, there must be no retreat from the challenge o f 
ensuring that each student learns what he or she needs to know not only to survive 
but also to thrive in today’s society and to prepare for the future.
2. Owners and managers within the hospitality business community should be 
involved in curricular development o f the proposed program to enhance their support. 
Furthermore, hospitality businesses should be recruited for internships and managerial 
training opportunities for students o f the program. The writings o f Maiuri, Anderson,
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and Donato support the belief that local businesses should be involved in the 
developm ent o f  educational programs within their communities.
3. The proposed program should include the use o f the latest technologies, 
equipment, and facilities to ensure work force and economic development in M ammoth 
Lakes. Proper facilities should be designed and developed in the new community college 
facility and should include kitchen and lodging laboratories. I f  this is unfeasible, existing 
operations w ithin the community should be used as hands on laboratories. Kantor upheld 
this belief:
As the mission o f community colleges expands to educate learners all along the 
continuum, including those who are fully employed, the colleges will need to 
prepare their work force to accommodate that mission. The extent to which a 
higher education institution engages in training its work force to work in 
customized training and to expand faculty ability to teach all along the continuum 
will depend on the institution’s commitment to work force training. From 
comm itm ent will come the resources, creativity, and m otivation needed to train 
the w ork force within as well as outside the college. This commitment is critical 
to carrying out the expanded mission o f  economic development. Clearly, the 
training will have to be customized to accommodate each college...
4. The development o f a sister program with a nationally recognized hospitality 
program should be pursued. This would provide the hospitality program in its infancy, a 
strong faculty, student, and information resource. Also, this would allow for the program 
to have a strong forward momentum rather than a slow and often lethargic beginning.
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Furthermore, an association with a four year institution could allow for a 2 + 2 
articulation agreement. Arnold (1987, p. 58) stated that the benefits o f  an articulation 
agreement were: “Potential economic improvement, increased self-esteem, and personal 
satisfaction resulting from  a higher level o f student achievement should perhaps be 
regarded as the most important reasons for directing special effort toward articulation.”
Recommendations for Further Research
1. An investigation o f course offerings at other hospitality programs which are 
located in resort communities.
2. A  Delphi study which is addressed to hospitality business leaders in Mammoth 
Lakes and experts in hospitality education for the purposes o f  curricular development.
3. An investigation or forecast analysis on the future demand and growth o f the 
proposed program.
4. An investigation into the hospitality student pool in California.
5. An investigation into other potential programs and curriculums that could be 
developed at the community college.
APPENDIX A
Questionnaire
The M ammoth Lakes Foundation 
Kern County Com m unity College District 
Cerro Coso Com m unity College
February 18, 1995
Dear M ammoth Lakes Hospitality M anager or Owner:
The following questionnaire will help the M ammoth Lakes Foundation and the Kern 
County Community College District determine the feasibility o f a hospitality curriculum 
as one o f the programs offered by the forthcoming community college. Although the 
focus o f  this study is on a hospitality program, the college will also be offering other 
areas o f study. It is however, imperative that information be collected to help us address 
the specific needs o f hospitality education within the M ammoth Lakes community. This 
research will enable us to determine your needs regarding educating and training you and 
your employees. Therefore, please take a moment o f  your tim e to fill out this short 
questionnaire.
Please complete all three pages o f the survey by Thursday, February 23 and m yself or a 
representative will pick them up.
Should you have any questions, feel free to contact Andy Feinstein at (619) 934-6095. 
Thank you for your cooperation.
Sincerely,
Andy Feinstein
Kern County Community College District 
Enclosures
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MAMMOTH LAKES 
HOSPITALITY BUSINESS COMMUNITY SURVEY
SPRING - 1995 
KERN COUNTY COMMUNITY COLLEGE DISTRICT
ALL INFORM ATION W ILL BE HELD IN STRICT CONFIDENTIALITY
1. Assume that an individual has just completed a proposed M amm oth Lakes
community college two year hospitality program. The curriculum would be 
oriented towards technical and managerial skills. It could include courses on: 
hospitality computer software, foodservice management, bar management, 
hotel/motel operations, front desk operations, food preparation, and customer 
service. This person would also have at least one semester o f an internship in a 
hotel, motel, condominium, or restaurant.
A. For what functional areas or position(s) in your property would this individual 
be considered? I f  you would consider this individual for a particular 
position, indicate it by placing an “x” in the appropriate box. Check all 
those that apply.
Method of Compensation
H otel, M otel, or Condominium Hourly Salaried
A. Front Office
B. Housekeeping ______  ______
C. Sales
D. M arketing
E. Accounting ______
F. Reservations ______  ______
G . Engineering/Facilities ______  ______
H. Assistant M anager ______  ______
I. G eneral M an ag er ______
J. O ther (S p e c ify )_________________________
Food A nd Beverage
A. B artender/B arback
B. W a ite r
C. Busperson
D. Host
E. Assistant F loor M anager
F. F loor M an ag er
G. C h e f
H. C ook/Prep/Line
I. C leaning/D ishw asher 
J. Kitchen M an ag er
K. O ther (S p e c ify )_________
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B. W ould you be more inclined to hire an individual with this two year degree 
than someone without this degree, assuming that all o f  their other 
qualifications were identical? Circle the appropriate number on the scale.
N o, I w ould  not Yes, I definitely would
1------------------ 2-----------------3----------------- 4---------------- - 5
C. W ould you be willing to pay them more money? Circle the appropriate 
num ber on the scale.
No, I would not Yes, I definitely would
1------------------ 2-----------------3----------------- 4-------------------5
If  you would be willing to pay them more money, how much more stated 
as a percentage? _________________%
2. Has your company had difficulty in hiring qualified personnel for entry level or 
beginning positions in the past year? Circle the appropriate number on the scale.
No difficulty Some difficulty H igh difficulty
1____--------------2-----------------3----------------- 4-------------------5
3. Do you believe there is a shortage o f trained hospitality personnel in M ammoth 
Lakes? Circle the appropriate number on the scale.
Shortage o f  labor Some shortage No shortage o fla b o r
1-................... -2--------------- 3----------------4----------------- 5
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4. In which functional areas in your organization do you have the m ost difficulty 
providing training or locating trained personnel? Circle the appropriate 
numbers on the scales or n/a for not applicable.
Hotel, M otel, or Condominium
A. Front Office C lerk
B. Housekeeping
C. Sales
D. Marketing
E. Accounting
F. Reservations
G. Engineering/Facilities
H. Assistant M an ag er
I. G eneral M an ag er
J. O ther (S p e c ify )___________________
No difficulty Som e difficulty High difficulty
----------------------2--------------------- 3 ------   4 -----------------------5 n/a
----------------------2----------------   3-----   4 -----------------------5 n/a
----------------------2 ----------------------3 ----------------------- 4----------------------5 n/a
----------------------2----------------------3 ----------------------- 4----------------------5 n/a
----------------------2 ----------------------3----------------------- 4 ----------------------5 n/a
----------------------2 ---------------------- 3------------------------4---------------------5
Food and Beverage
A. Bartender/Barback
B. W aite r
C. Busperson
D. Host
E. Assistant F loor M an ag er
F. Floor M anager
G. C hef
H. Cook/Prep/Line
I. C leaning/D ishw asher 
J. Kitchen M anager
K. Other (Specify)_______
No difficulty Som e difficulty High difficulty
--------------3 ----------------------4 ----------------------5  n/a
n/a
----------------------2-----------------------3---------------------- 4 --------------------- 5 n/a
----------------------2 -----------------------3---------------------- 4 --------------------- 5 n/a
----------------------2 ----------------— 3----------------------- 4 ----------------------5 n/a
----------------------2 ----------------------- 3---------------------- 4 ----------------------5 n/a
----------------------2 ----------------------- 3----------------------4 ----------------------5 n/a
----------------------2 ----------------------- 3----------------------4   5 n/a
-------------- 2--------------- 3-------------- 4--------------5
APPENDIX IB
DATE: February 16, 1995
TO: Andrew Feinstein (Tourism & Convention)
M/5: 6023
FROM: . Dr. William Schulz
j/VDirector, Office of Sponsored Programs
RE: ' Status of Human Subject Protocol entitled:
"Educational Needs of the Mammoth Lakes Hospitality 
Business Community"
OSP #600s0295-498e
This memorandum is official notification that the protocol for 
the project reference above has been approved. This approval is 
for a one year duration. At the end of the year, you must notify 
this office if the project will be continued.
If you have any questions or require any assistance, please give 
us a call.
cc: B. Fried (Tourism & Convention)
OSP File 600s0295-498e
A ssociate Vice President for Researc.n 
4505 Maryland Parkway • 3ox 451046 • la s  Vegas, Nevada 39154-1046  
(702) 395-4240 • FAX (7021 895-4242
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